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The Relevant Authorities (Disclosable Pecuniary Interests) Regulations 2012 
Specified pecuniary interests 
 

The pecuniary interests which are specified for the purposes of Chapter 7 of Part 1 of the Localism 
Act 2011 are the interests specified in the second column of the following: 
 

Subject Prescribed description 

 
Employment, office, trade, 
profession or vocation 

 
Any employment, office, trade, profession or vocation carried 
on for profit or gain. 
 

Sponsorship Any payment or provision of any other financial benefit (other 
than from the relevant authority) made or provided within the 
relevant period in respect of any expenses incurred by a 
member in carrying out duties as a member, or towards the 
election expenses of a member. 
 

This includes any payment or financial benefit from a trade 
union within the meaning of the Trade Union and Labour 
Regulations (Consolidation) Act 1992. 
 

Contracts 
 

Any contract which is made between the relevant person (or 
a body in which the relevant person has a beneficial interest) 
and the relevant authority: 
 

(a) under which goods or services are to be provided or  
works are to be executed; and 

 

(b) which has not been fully discharged. 
 

Land Any beneficial interest in land which is within the area of the 
relevant authority. 
 

Licences Any licence (alone or jointly with others) to occupy land in the 
area of the relevant authority for a month or longer. 
 

Corporate tenancies Any tenancy where (to a member’s knowledge): 
 

(a) the landlord is the relevant authority; 
 

(b) the tenant is a body in which the relevant person has  
a beneficial interest. 

 
Securities Any beneficial interest in securities of a body where: 

 

(a) that body (to a member’s knowledge) has a place of  
business or land in the area of the relevant authority; 
and 

 

(b) either: 
 

 (i) the total nominal value of the securities  
exceeds £25,000 or one hundredth of the total 
issued share capital of that body; or 

 

 (ii) if the share capital of that body is more than  
one class, the total nominal value of the 
shares of any one class in which the relevant 
person has a beneficial interest exceeds one 
hundredth of the total issued share capital of 
that class.  
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Schedule 12A to the Local Government Act, 1972 (as amended) 
 
Access to information: Exempt information 
 
Part 1 
 
Descriptions of exempt information: England 
 
1. Information relating to any individual. 
 
2. Information which is likely to reveal the identity of an individual. 
 
3. Information relating to the financial or business affairs of any particular person  

(including the authority holding that information). 
 
4. Information relating to any consultations or negotiations, or contemplated  

consultations or negotiations, in connection with any labour relations matter arising 
between the authority or a Minister of the Crown and employees of, or office holders 
under, the authority. 

 
5.  Information in respect of which a claim to legal professional privilege could be  

maintained in legal proceedings. 
 
6.  Information which reveals that the authority proposes: 
 

(a) to give any enactment a notice under or by virtue of which requirements  
 are imposed on a person; or 
 
(b) to make an order or direction under any enactment. 

 
7.  Information relating to any action taken or to be taken in connection with the  

prevention, investigation or prosecution of crime. 
 
8. Information being disclosed during a meeting of a Scrutiny and Performance  

Panel when considering flood risk management functions which: 
 

(a) Constitutes a trades secret; 
 

(b) Its disclosure would, or would be likely to, prejudice the commercial  
interests of any person (including the risk management authority); 

 
(c) It was obtained by a risk management authority from any other person and  

its disclosure to the public by the risk management authority would constitute 
a breach of confidence actionable by that other person. 
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Part 1 – Public Session 
 
1. Apologies 

To receive apologies for absence from Members of the Committee.  
 
2. Substitutions 

To receive notice of any substitutions for a Member of the Committee for the 
duration of the meeting.  
 

3. Minutes of the previous meeting 
To approve and sign the minutes of the meeting held on 21 July 2025. 

(Enclosed – p5 - 7) 
4. Declarations of Interest and Party Whip 

To receive declarations of interest or the party whip from Members in respect of  
items on the agenda. 

 
5. Local Government (Access to Information) Act, 1985 (as amended): 

To agree that the public be excluded from the private session during consideration 
of the agenda items indicated for the reasons shown on the agenda. 
 

6. Delivery of Workforce and Organisational Development Strategy  
For Members to consider the delivery of workforce and organisational development 
strategy for the Council.    
 (Enclosed – p8 - 29 
 

7. Draft Terms of Reference – Social Value Working Group  
To consider the draft terms of reference in respect of the Social Value Working 
Group. (Enclosed, p30 - 33) 

 
8. Areas of focus – 2025/26 

 
(Enclosed – p34 - 35) 

9. Forward Plans  
To receive the latest Forward Plans in respect of the following:  

• Executive Forward Plans.  

• Black Country Joint Executive Committee.  

• West Midlands Combined Authority Board.  
(Enclosed – p36 - 52) 

 
 
10. Date of next meeting 

To note that the date of the next meeting was due to take place on 9 October 2025. 
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Minutes of the Scrutiny Overview and Governance 
Committee held in the Council Chamber at Walsall Council 
House 
 
Monday, 21 July 2025 at 6.00p.m.  
 

Committee Members present: Councillor J Murray (Chair) 
Councillor K Ferguson  
Councillor M Follows 
Councillor P Gill  
Councillor S Hussain  
Councillor T Jukes 
Councillor A Nawaz  
Councillor L Rattigan  
Councillor K Sears  
Councillor M Ward  
 

 

Portfolio Holders present:  Councillor A Hussain – Internal Services  

 Councillor A Hicken – Enforcement and Safer 
Communities 

  

Officers present: Judith Greenhalgh – Executive Director of 
Resources and Transformation  
Matthew Powis – Senior Democratic Services 
Officer 

  
 

1. Apologies 
 
Apologies for absence were received from Councillors P Bott, K Hussain and 
N Latham.  
 

2. Substitutions 
  

 Councillor A Nawaz substituted for Councillor K Hussain, Councillor T Jukes 
substituted for Councillor P Bott and Councillor M Ward substituted for 
Councillor N Latham.  

 

3. Declarations of Interest and Party Whip  
 
 There were no declarations of interest or party whip. 
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4. Local Government (Access to Information) Act 1985 (as amended) 
 

There were no items to consider in private session. 
 

5. Areas of focus – 2025/26 
 

The Committee received presentations from the Executive Director of 
Resources and Transformation and the Senior Democratic Services. 
[Annexed]. 
 
The presentations outlined the key services within directorates which fall 
under the remit of the Committee, the structure of directorate, prioritisation 
within service areas, and suggested areas of focus for the Committee. 

 
The Senior Democratic Services Officer provided an overview of the 
outstanding items identified in the previous municipal year. Following a lengthy 
debate, it was resolved that the following items be included in the work 
programme for the 2025/2026 municipal year:  
 

• Delivery of Workforce and Organisational Development Strategy  

• Delivery of EDI Strategy Action Plan  

• Polling District Review and Election Preparedness  

• WMCA Corporate Update   

• Draft Budget and Capital Programme  

• Council Tax, Business Rates and Commercial Rent Collections 

• Council Plan Performance 

• New Transformation Programme 

• Communication and Engagement  

• Applications of AI and Automation in Walsall Council 

• Outcome of the Social Value Working Group  

• Outcome of the Scrutiny Working Group 

• Legal Services Restructure  

• Review of the Council’s Constitution 
 

Resolved: 
That, the following items be scheduled for the Scrutiny Overview and 
Governance Committee work programme for 2025/26: 
1. Delivery of Workforce and Organisational Development Strategy  
2. Delivery of EDI Strategy Action Plan  
3. Polling District Review and Election Preparedness  
4. WMCA Corporate Update   
5. Draft Budget and Capital Programme  
6. Council Tax, Business Rates and Commercial Rent Collections 
7. Council Plan Performance 
8. New Transformation Programme 
9. Communication and Engagement  
10. Applications of AI and Automation in Walsall Council 
11. Outcome of the Social Value Working Group  
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12. Outcome of the Scrutiny Working Group 
13. Legal Services Restructure  
14. Review of the Council’s Constitution 

 

6. Forward Plans  
 

The Committee noted the forward plans as submitted by the Cabinet, WMCA 
and the Black Country Joint Executive Committee. [Annexed] 

 
Resolved:  
That, the forward plans be noted.  

 

7. Date of next meeting 
 
It was noted that the date of the next meeting would take place on 8 
September 2025.  
 
There being no further business, the meeting terminated at 6.46p.m. 

 
Signed: 

 
Date: 
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Scrutiny Overview and Governance Scrutiny Committee 
 
8th September 2025 
 
Delivery of the Workforce and the Organisational Development Strategies 
 
Ward(s):  All 
 
Portfolios:   Internal Services 
 
1. Aim 
 

Aims of the Workforce Strategy: To assist in addressing the future challenges, 
as well as predicting the needs of our workforce in the immediate future and longer 
term. 
 
Aims of the OD Strategy: To promote a more engaged workforce who can see 
the important role they play, who can aim higher and perform higher.  An 
empowered workforce, who feel safe to contribute and feel that they belong in the 
organisation.  Where the needs of the customer are paramount and considered in 
all aspects of the work carried out. 
 
Both strategies used feedback from the employee survey and employee focus 
groups to identify key concerns and areas of focus raised by employees and 
responds to their concerns.   
 
Employees highlighted the following 7 categories and areas for development: 
 
1. Employee voice and feeling under-valued 
2. Progression opportunities 
3. Culture 
4. Management 
5. Communication 
6. Equality, diversity, and inclusion 
7. Workforce planning 
 

2. Recommendations 
 

Subject to any questions Members may wish to ask, the report to be noted. 
 
3. Report detail – know 
 
3.1  Both strategies include separate action plan’s and cover 2023-2026 and will be 

updated when the next employee survey is completed. 
 
3.2 The Workforce Strategy was audited by Mazars in April 2024, with 2 medium 

priority actions reported, which included sickness absence and the development 
of a new appraisal process.  Both actions have been completed. 

 

Agenda Item 
No. 6 
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 2 

3.3 The OD Strategy was audited by Mazars in May 2025, with one low priority action 
reported, related to some measures of success missing in the action plan.  This 
action has been completed. 

 
Subheading 1.  The Organisational Development (OD) Strategy 
 
3.4 Five key objectives are included in the strategy. 
 

1. Supporting, transformation, flexibility, change and innovation.  Focusses 
on the setting up of a dedicated OD team to enable this strategy and the actions 
to be implemented, supporting change and transformation within the Council.   

2. Live our Values.  Focusses on creating a shared narrative on what our values 
and supporting behaviours mean and helping everyone in the organisation to 
understand the role they play in living our values.   

3. Maximise leadership and management capability.  Focuses on the 
development of high-quality leadership and management skills across the 
Council. The role of managers in delivering transformation and change is 
crucial and we must continue to develop our managers to be leaders who can 
motivate and empower staff to deliver what is required.   

4. Developing a skilled, flexible and motivated workforce that put the 
customer first. Focusses on the voice of the workforce and how, as an 
organisation, we engage, respond, and listen to the views, ideas, and 
complaints they share.  Investment in workforce learning and skills 
development is a critical element in ensuring that all employees are equipped 
to deliver high quality, safe and effective services to the customer. 

5. Planning the workforce of the future (which develops further into the 
Workforce Strategy). Focusses on what is required for the future success of 
the Council.  It will be heavily dependent on the capacity to match the skills and 
abilities of the workforce to the needs determined by new and changing service 
demands. 

 
3.5 Key Achievements: 
 

• The development of an Organisational Development function in 2023, which 
included the recruitment of a Senior OD (EDI) Advisor to take forward workforce 
EDI actions. 

• Introduction of Change Champions and training in the emotional impact of change 
on the workforce available to support managers going through change with their 
teams. 

• Whole organisational approach to updating and developing a new set of corporate 
values.  Values linked to behaviours that can be addressed in the Continuous 
Improvement Conversations (CIC) that replaced the previous appraisal process 
(APC). 

• Introduction of Operational Managers Forum that brings in external speakers, to 
help bring external perspective and support development. 

• The Connected Working programme to support the development of managers 
within service areas was recognised nationally winning PPMA Best Organisational 
Development Programme 2024 and Commended in the 2024 MJ Achievement 
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 3 

Awards.  This was as a result of the impact of the work with the ‘Operations’ 
managers in EE&C. 

• Timeline produced to show all employees what has been done as a result of the 
staff survey. 

• Staff focus groups conducted in May-July 2025, to gain feedback and continue 
working with areas that highlight problems. 

• ‘Self-Awareness: The Catalyst to Team Success’ successfully piloted and ready 
for roll out.  This team programme helps individuals to reflect on their behaviours 
and actions, allowing them to notice how other team members are different and 
recognise how this is valuable to the team.  Ultimately the programme wants to 
assist in the development of high performing teams. 

• New ‘Aspiring to Excellence in Management’ programme has proved very popular 
with 38 completers since October 2024.  There are currently a further 28 
employees due to complete in September 2025 and 16 employees enrolled on an 
October start. 

• Of the 66 learners, 65 completed the EDI monitoring below.  Learners from a 
Minority Ethnic Group are higher at 37.5% than the 26.8% of the total workforce 
that declared their ethnicity.  Learners that declared a disability are higher at 15.6% 
than 7.2% of the total workforce that declared a disability.  32% of the corporate 
workforce are male and 68% female, with male learners slightly lower at 21.5%. 

 

Male Female No disability Disability 

14 51 54 10 

21.5% 78.5% 84.4% 15.6% 

 
 

Ethnicity Number Percentage 

White British 38 62.5% 
 White Irish 1 

Other white 1 

White and black Caribbean 3 37.5% 
 White and Asian 1 

Other dual heritage 1 

Indian 11 

Pakistani 3 

Black Caribbean 5 

No response 1  

 

• Management training in the new CIC (Continuous Improvement Conversations) 
process to cover staff succession planning, objective setting and developing the 
individual team members. 
 

3.6 Key Difficulties 
 

• As a new function (July 2023), significant work has been done to develop an 
internal SharePoint site Organisational Development - Home to show all the 
opportunities available to all employees, managers and teams.  Information has 
also been produced into booklets; the Communication team has supported with 
articles on Inside Walsall and the team have actively promoted at a variety of 
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 4 

events across the organisation.  The organisation is gradually developing a clearer 
understanding of the purpose and value of the Organisational Development (OD) 
as a new service, including the range of support we offer to service areas across 
the council. 
    

3.7 Still to Complete 
 

• A Talent strategy is required for the organisation and initial work in specific areas 
is underway before pulling all the findings together to support managers to find 
new and innovative ways of growing talent. 

• Career pathways – mapping out of pathways across different disciplines so that 
individual employees can see how they can develop.  This will also link into the 
new concept of ‘squiggly careers’. 

• ‘Empower your career’ – a new pilot is currently being launched that supports 
individual staff that do not necessarily want to move into a management role, to 
still develop their skills. 

• Further work required to identify at what stage under-represented minority groups 
become unsuccessful at interview. 

 
Subheading 2.  The Workforce Strategy 
 
3.8 3 key objectives are included in the strategy. 
 

1. Welcoming, developing and advancing a diverse mix of individuals.  
Focusses on the benefits that supporting equality, diversity and inclusion 
brings.   Not only is it morally right, not only is it fair, but studies have shown 
that groups of people that are diverse in gender, race, disability, and age 
perform better together. 

2. Attract and recruit skilled, flexible and motivated individuals now and in 
the future.  Focusses on the identification of current skills gaps and hard to 
recruit to positions, finding new and innovative solutions to recruiting the 
talented people we need now and in the future. 

3. Maximise retention by being a good employer.  Focusses on the retention 
of knowledgeable, talented, and committed staff to the organisation by ensuring 
that they feel valued, recognised, and rewarded for the work that they do.  By 
reducing the number of leavers, knowledge will be retained, and recruitment 
costs reduced.   

 
3.9 Key Achievements 
 

• Implementation of the Oracle Recruitment Cloud (ORC), providing a self-service 
approach to recruitment for managers, which also allows blind screening of 
candidates. 

• Electronic exit survey implemented and data available to CMT on a quarterly basis.  
Provided to DMT’s by HR Business Partners as requested. 

• Development and training of Equality Champions to support the Senior OD Advisor 
(EDI). 
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• Introduction of ‘Voices from Within’ – a safe space for employees to raise EDI 
concerns. 

• Development of Transgender Equality policy and Neurodiversity Policy. 

• Implementation of staff EDI network groups, based on feedback from the wider 
organisation.  Groups chaired by Equality Champions with an ED sponsor. 

• Recruitment and Selection policy updated to include the use of an Equality 
Champion on recruitment panels where diversity of panel members is lacking and 
the provision of a guaranteed interview for care leavers where they meet the 
criteria.  

• Inclusive recruitment has developed a diary of external events to attend where 
council vacancies and careers are being promoted. 

• Pilot work experience/careers week successfully held for school aged children, 
including those from the Virtual school. 

• Survey conducted with managers to identify skills gaps and hard to recruit 
positions and being followed up with individual meetings to gain a greater insight 
into recruitment issues and where internal training can be used to upskill individual 
employees. 

• Development and delivery of an improved health and wellbeing offer to council 
teams and individual employees. 

• Development of training reflects feedback from the organisation and continued 
engagement with managers and the wider workforce.   

• ‘Disability Confident’ employer status retained, and Recruit Ability programme 
continues to be popular. 

• Successful introduction of ‘Managers Induction’ session to compliment the 
‘Corporate Induction’ session and set out the expectations for new managers. 
 

3.10 Key Difficulties 
 

• In order to achieve the actions in objective 2. ‘Attract and recruit skilled, flexible, 
and motivated individuals now and in the future’, there was a need to develop a 
small team that could focus on this objective.   

• There was a restructure in the resources team that supports recruitment, in 
addition 2 new management posts were created and apprenticeships were 
incorporated into the new ‘Inclusive Recruitment’ team.  

• While this development represents a positive step forward for the Council, the time 
required to establish and embed the new team has impacted the ability to meet 
some of the original deadlines outlined in the action plan. As a result, certain 
actions may extend beyond the current timeframe and will likely need to be carried 
forward and further developed in the next iteration of the Workforce Strategy. 
  

3.11 Still to Complete 
 

• Updating of the electronic application form in Oracle Recruitment Cloud to identify 
if an applicant is a care leaver. 

• Development of a council offer for work experience, college/university placements 
and volunteering. 
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• Increase the use of the CIC process across the organisation to ensure that all 
employees have the opportunity to know their objectives and discuss health and 
wellbeing and their own career development – new management training is being 
developed to support managers with this. 

• More robust methodology for gathering information of skills gaps required, as the 
team are currently only working with those managers that respond. 

• The team have been more recently involved with the coordination and 
development of The Social Care Workforce Race Equality Standard (SC-WRES) 
improvement programme SC-WRES improvement programme 

 
4.  Financial information 
 
 Work is carried out within current financial constraints. 
 
5.  Reducing Inequalities 
 

Objective 1 of the Workforce Strategy focusses on Equality, Diversity and Inclusion 
and feeds into the Corporate Equalities Strategy and action plan. 

 
6. Decide 
 
 While this paper does not present any actionable options at this stage, questions 

and discussion are welcomed. 
 
7. Respond 
 

The current strategies are set to conclude in April 2026. However, it would be 
prudent to await the results of the upcoming employee survey before developing 
new strategies, to ensure alignment with the evolving priorities and needs of our 
workforce. 
 

8. Review 
 

Both strategies have been subject to audit by Mazars, with all three identified 
actions now fully implemented. Progress updates have been provided annually to 
both CMT and SMG. 

 
 
Background papers 
 
Workforce Strategy - Walsall Council - Workforce Strategy 
Organisational Development (OD) Strategy – internal document 
 
Author 
 
Jacky Matthews 
Head of Organisational Development 
 653826 
 jacky.matthews@walsall.gov.uk 
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Walsall Council – Our Workforce Strategy 3 

 

 
 
 
 
 
 
 
 
 
 
 
 
 

 
Introduction to our Workforce Strategy 
Walsall Council has undergone significant change in recent years as part of our PROUD 

transformation journey and will continue to do so, as we move forward from the pandemic 

and respond to ever changing customer demands and increasing economic pressures in local 

government. Now more than ever it is vitally important that we are able to deliver excellence to 

meet our customer’s high expectations and be well positioned to respond to changing service 

needs. 

Walsall Council recognise and understand that we will only achieve this excellence through 

our outstanding workforce - our people are our most valuable and important strength. It is our 

amazing and committed people that deliver the best outcomes for our residents and provide high 

quality care and support to all of our customers. 

The talent of our people will be crucial to enable the Council to successfully deliver the strategic 

priorities set out in Our Council Plan. With workforce costs making up over 20% of total council 

expenditure, Walsall Council recognise the significant contribution and impact our workforce has 

and are committed to investing in them. Nurturing and developing our people in a supportive 

and inclusive workplace will lead to creativity, innovation, continuous improvement and ultimately 

improved performance and service delivery for the residents of Walsall. 

Our workforce strategy outlines the importance of our people and our commitments to; 

• supporting our people, 

• developing and training our people, 

• appreciating and celebrating our people, 

• trusting and empowering our people, 

• proactively managing our organisational cultural journey to provide an inclusive and 

psychologically safe working environment where our people feel they belong. 
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4 Walsall Council – Our Workforce Strategy 

 

Our Council Plan 
Our workforce strategy is an extension of our organisational development strategy and assists us 

to deliver one of its five strategic pillars, specifically ‘planning for the workforce of the future’. In 

addition the key objectives within these strategies align to support the delivery of our council plan 

priorities and our proud promises. 

Our Council Plan Aim: 

Inequalities are reduced, and all potential is maximised. Together we are committed to developing 

a healthier, cleaner, and safer Walsall and creating an environment that provides opportunities for 

all residents, communities, and businesses to fulfil their potential and thrive. 

Our Council Plan 5 key areas of focus: 
 

 

 
Our workforce strategy supports delivery within all 5 key areas of focus, with a particular 

concentration on the delivery of ‘Internal Focus’ – that council services are customer focused, 

effective, efficient and equitable. 

Internal Focus Outcomes: 

• We get things right, first time and make all services accessible and easy to use, 

• The Council will deliver trusted, customer focused, and enabling services, which are 

recognised by customers and our partners for the value they bring. 

 

Our Proud Promises: 

• to improve outcomes and customer experience 

• to improve employee satisfaction and engagement 

• to improve service efficiency and performance 

 

Our (PLATE) values and behaviours: 

• Professionalism 

• Leadership 

• Accountability 

• Transparency 

• Ethical 

Economic People 
Internal 

Focus 
Children Communities 
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Walsall Council – Our Workforce Strategy 5 

 

 
 
 
 
 
 
 
 
 
 
 
 

 
Our Future Workforce Challenges 
The nature of work, the workforce and work relations are constantly being reshaped. There 

is pressure from changing demographics of the workforce, technological advancement, 

globalisation, competition in recruitment and retention of talent, financial constraints, and 

overall expectations about the flexibility of work. 

The Workforce strategy aims to assist in addressing the future challenges, as well as predicting 

the needs of our workforce in the immediate future and longer term. Our workforce strategy aims: 

• Creating a positive and psychologically safe culture that encourages respect, trust, 

empathy, creativity, innovation and an engaged, empowered and supported workforce. 

• Employer of choice, providing an inclusive working environment and attractive employment 

offer to support the recruitment and retention of our future workforce. 

• Upskilling the workforce to meet future needs. 

• Developing our future leaders. 

• Promoting equitable career progression for all employees. 

• Embracing digital technology to aid automation and streamlining. 

• Providing a positive work-life balance and flexibility. 

• Providing coaching or mentoring and regular feedback and celebration to aid 

development, improve performance and encourage employees to feel valued. 

 

Our Workforce Profile 

Understanding the current profile of our workforce helps us to plan for the future. Walsall Council 

is committed to fairness and equality and in particular, promoting equality of opportunity for all and 

a culture that values and celebrates differences. As an employer, we want to ensure our workforce 

is representative of the community it serves and that we attract and retain talented employees 

from a wide range of backgrounds and with a diverse set of skills and experience. 
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6 Walsall Council – Our Workforce Strategy 

 

Corporate Workforce Profile 
(as at 31.03.23 unless otherwise stated) 

 

 Headcount  

 

3,015 
people 

(2,588 occupied FTE) 

 

 Full v’s part time  

 

70.9% full time 

29.1% part time 

 Sickness Absence  

(As at 12.12.23) 

10.2 days 
lost on average per 
person (rolling 12 months) 

 

 Employee turnover  

 

11.7% 
overall and 8% voluntary 

(rolling 12 months) 

 

 Vacant posts  

 

26.9% 
1108 positions 

 Apprenticeship posts  

 

147 
(including schools) 

 

 

 Sex  

 

67.2% female 

32.8% male 

 Age profile  

32.2% aged 55+ 

64.4% aged 25-54 

3.4% aged 16-24 

 

 Disability  

 

6.2% 
(13.9% not declared) 

 Gender pay gap  

 
Difference in median 

pay 0% 
 

 

 Underrepresented minority ethnic groups  
 

 

24.7% 
(8.1% not declared) 

 Senior roles (G14+)  

60% 
occupied by women, 

16.9% occupied 

by underrepresented 
minority ethnic groups 
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Walsall Council – Our Workforce Strategy 7 

 

Understanding Our Workforce Priorities 
We have undertaken extensive research and data analysis in creating this workforce strategy 

and will continue to review the strategy and our progress against our markers of success on 

an annual basis. 
 

All of this information has helped to identify what skills, capabilities and capacity is needed to 

deliver a future fit workforce that meets the needs of our Walsall residents now and moving 

forward. The workforce strategy together with the organisational development strategy set out our 

key objectives and from these the plans we will put into action to make the difference and drive 

forward innovative transformation at the Council. 

 

Workforce Strategic Objectives 
It is essential that our workforce strategy not only supports us to attract and recruit the right talent 

in to the right roles at the right time, but also that we are able to retain, develop and support 

our people to thrive in our roles and working environment. For this reason we recognise the 

need for our workforce strategy to provide a holistic response to all of our workforce challenges, 

by developing a range of targeted and measurable actions that will assist us in meeting our 

workforce objectives. 

Our workforce objectives have been categorised into the following three main areas, although are 

very much interlinked, for example, promoting a supportive and inclusive workplace culture will 

assist with us recruiting and retaining diverse talent and likewise developing our leaders will assist 

in progressing our cultural journey and developing our people. 

Objective 1 – Welcoming, developing, and advancing a diverse mix of individuals. 

Objective 2 – Attract and recruit skilled, flexible and motivated individuals now & in the future. 

Objective 3 – Maximise retention by being a good employer. 

 
 
 
 
 
 
 
 
 

 
We have considered: 

Our external environment 

National and local research 

Our existing workforce profile 

 
• Employee Survey 2021 feedback 

• CIPD 2022 People Impact Survey 

• Cultural focus group feedback 

• Organisational development theory 

• External peer review challenge 

• Internal skills gap analysis 

• Stakeholder / Senior Management 

feedback 

• Our Digital Inclusion Strategy 

• Our Customer Strategy 

• Our Council Plan 
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Objective 1 
Welcoming, developing, and advancing a diverse mix of individuals 

This objective focusses on the benefits that supporting equality, diversity and inclusion brings. 

Not only is it morally right, not only is it fair, but studies have shown that groups of people that are 

diverse in gender, race, disability, and age perform better together. A study by Josh Bersin and 

Deloitte found that inclusive companies are almost twice as likely to be considered ‘innovation 

leaders’ in their market. 

Outcomes – what we plan to achieve 

A workforce that is representative of Walsall Borough, inclusive of different backgrounds, 

heritages, genders, socioeconomic, disabilities and cultural diversity. Where everyone has 

equitable opportunities and there is a sense of safety and belonging that sees everyone feel 

like they are part of the Walsall Council team. 
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Actions – required actions to 

achieve the objective 

1. Develop digital solutions that improve 

current recruitment and selection insights 

to be provided to Executive Directorate 

Management teams (EDMTs) and 

Corporate Management Team (CMT) that 

will allow identification of patterns/trends 

in relation to the (none) appointment of 

people with protected characteristics that 

can be used to inform targeted actions (as 

required). 

2. Improve the capturing and use of 

workplace profiling data for protected 

characteristics. 

3. Improve availability of exit data to include 

protected characteristics (where available) 

to be provided to EDMTs and CMT that 

will allow identification of patterns/trends 

in relation to the reasons for leaving that 

can be used to inform targeted actions 

(as required). 

4. Increase our workforce EDI monitoring 

data by creating a safe and culturally 

sensitive environment where people feel 

safer to disclose personal characteristic 

information of their own volition through a 

range of positive interactions including the 

use of Equality Champions. 

5. Develop further our Recruitment & 

Selection Policy in a number of areas in 

support of EDI, including a neurodiverse 

friendly interview process to promote 

inclusion rather than seeking to provide 

adjustments. 

6. Develop a supportive framework for 

staff networks that provides a consistent 

approach across the organisation and 

feeds into the Workforce Equalities 

Board, with a variety of underrepresented 

groups within the workforce including 

LGBTQ+, ethnicity, disabilities including 

neurodiversity, and any other groups 

where a need is identified/supported. 

7. Provide an escalation diagram for current 

policies and processes, for individual staff 

where they feel that they are not being 

listened to or are not receiving equitable 

opportunity. 

8. Actively focus on encouraging applications 

from diverse backgrounds by using 

annonymised selection techniques 

(technology allowing), ensuring interview 

panels are diverse (wherever possible) 

and reviewing where employment 

opportunities are advertised. 

9. Develop new EDI related employment 

policies including a Transgender Equality 

Policy and Neurodiversity Policy, ensuring 

adequate training is provided to people 

managers across the organisation. 

10. As part of the marketing strategy, target 

areas of the community with the aim of 

increasing knowledge and awareness of 

our Council jobs of the future and actively 

promote our commitment to diversity and 

inclusion (using role models and case 

studies). 

11. Further develop management training 

and resources to heighten awareness 

and provide activities for teams to build 

psychological safety, to ensure everyone’s 

voice is heard. 

12. Investigate the delivery of leadership 

programmes that encourage participation 

from underrepresented groups. 

13. Review Dignity at Work and Grievance 

policies to ensure they are fit for purpose 

and that the workforce are aware of them 

and how to use them to resolve/address 

issues. 

14. Monitor the impact of EDI training within 

the organisation and review the offer 

accordingly 
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Objective 2 
Attract and recruit skilled, flexible and motivated individuals now 

and in the future 

This objective focusses on the identification of current skills gaps and hard to recruit to positions, 

finding new and innovative solutions to recruiting the talented people we need now and in the 

future. This is crucial as we see an aging population within the current workforce. There will 

also be a need to predict the skills needed in the future to ensure skills gaps do not materialise 

and impact on the day-to-day business of the Council. The Walsall offer will be reflective of the 

expectations of the workforce, creating desirable roles and an attractive employment offer. 

Outcomes – what we plan to achieve 

The recruitment of a workforce that hold the necessary qualifications and/or experience to 

perform their role, who consistently go above and beyond in the performance of their duties, 

providing an outstanding customer experience. Proactive in the identification of skills that will be 

required in the future and ensuring that employee training is provided, or external individuals are 

recruited in a timely way. 
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Actions – required actions to 

achieve the objective 

1. Investigate the possibility of an employee 

referral programme, where employees are 

asked to recommend suitable candidates 

for vacant roles. 

2. Review and consider other in-house 

promotional activities including work 

experience schemes, graduate schemes, 

and reviewing apprenticeship uptake. 

3. Diversify outreach strategies, partnering 

with educational establishments and 

attendance at planned recruitment events 

delivered by service area managers and 

promoting existing employee attendance 

(to promote and share experiences). 

4. Review current partnership working and 

investigate further opportunities for the 

benefit of recruitment. 

5. Investigate the use of social media for 

the promotion of vacancies, expanding 

the range of audiences exposed to job 

vacancy advertisements and to share 

positive employment experiences. 

6. Identify and implement an annual 

skills gap analysis process, to assist in 

identifying current and future skills gaps, 

as well as risks for each service area. 

Linking skills development required to the 

Learning & Development offer. 

7. Investigate the potential development of a 

skills academy for difficult to recruit posts. 

8. Introduce a Continuous Performance 

Management process that concentrates 

on quality conversations regarding 

skills development, PLATE behaviours 

and career progression and is linked to 

succession planning for the team. 

9. Promote informal learning, understanding 

lived experiences, shadowing, coaching, 

and mentoring by providing training on 

the 70:20:10 learning model to people 

managers to encourage personal 

development and progression of 

employees. 

10. Creation of career pathways in key service 

areas and across the Council, to provide 

a transparent route for employees, so 

they know the specific requirements for 

progression. 

11. Improve leaver’s guidance for managers 

to effectively capture and retain the 

knowledge of employee’s who leave the 

organisation. 

12. Ensure that the ‘Disability Confident 

Employer’ status is retained. 

13. Marketing and promotion of the council, 

as an employer of choice 

14. Review the Recruitment & Selection Policy 

to support the provision of simple and 

effective processes. 
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Objective 3 
Maximise retention by being a good employer 

This objective focusses on the retention of knowledgeable, talented, and committed staff to 

the organisation by ensuring that they feel valued, recognised, and rewarded for the work that 

they do. By reducing the number of leavers, knowledge will be retained, and recruitment costs 

reduced. According to the Society for Human Resource Management, the cost to hire new 

employees has grown by 34% since 2009. 

Outcomes – what we plan to achieve 

The majority of the workforce is positive when discussing their employment, which is shown in 

improving employee survey results. When employee’s leave the organisation, it is as a result of 

progressing their career rather than dissatisfaction with their manager, the culture, inadequate 

salary, lack of recognition or limited career advancement. 
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Actions – required actions to 

achieve the objective 

1. Actively monitor and manage our cultural 

aims, by engaging, trusting, empowering, 

and supporting all employees to deliver 

and we will demonstrate our values, 

through our words and our actions. 

2. Engage workforce with the employee 

survey and in-between with focus groups 

to have continual feedback regarding how 

employees are feeling. 

3. Review and then actively promote the 

employee benefits offer and introduce a 

total rewards statement. 

4. Develop robust data on sickness attrition 

and reasons for leaving, to be provided 

to EDMTs and CMT and Service Areas 

to follow up specific actions with support 

from HR/OD as required. 

5. Review the onboarding programme, 

developing an employee onboarding 

programme and a separate manager 

onboarding programme that sets 

expectations of a manager within 

Walsall Council. 

6. Develop a cross-organisational buddy/ 

mentor programme for new starters, 

so employees are making links in other 

service areas. 

7. Create a new customer focused Ways of 

Working Policy and refresh the Right to 

Request Flexible Working Policy. 

8. Scope out a pay and grading structure 

project, and present options for 

agreement with CMT. 

9. Review the provision of support provided 

for employee’s applying for progression 

opportunities within the council, 

specifically 121 coaching and workshop 

activities. 

10. Consider different ways that managers 

can recognise employees and roll-out 

a method of recognition, such as Viva 

Insights. 

11. Roll-out of Connected Working across an 

increased number of teams to improve 

the management capabilities of all people 

managers and develop a learning culture 

within teams. 

12. L&D to focus on current skills gaps 

identified in the report and work 

with Service Areas to target areas of 

development. 

13. An annual skills gap analysis to be 

undertaken, to determine L&D priorities for 

specific Service Areas and teams. 

14. Develop a talent strategy and promote. 

15. Improving and promoting the health and 

wellbeing offer. 

16. Consult with employees to identify 

preferred ways of celebrating success. 
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Markers of Success 

Outcome 1 - Welcoming, developing, and advancing a diverse mix 

of individuals. 

• Recruitment data to show an increase in candidates from underrepresented groups 

progressing to higher stages in the selection process over time. 

• The workforce data shows a movement towards being representative of Walsall borough in 

terms of underrepresented characteristics. 

• Reduction in the number of employee’s that choose not to disclose if they have a disability 

or identification of ethnicity. 

• An increase in the number of job applications from underrepresented groups, particularly 

those identifying as having disabilities. 

 

Outcome 2 - Attract and recruit skilled, flexible, and motivated individuals 

now and in the future. 

• Increase in numbers of applicants from referrals and other in-house schemes. 

• Increase in applications from activities undertaken. 

• Increase in successful recruitment campaigns, leading to a reduction in unfilled vacancies. 

• Annual review shows positive progress towards reducing skills gaps. 

• Positive statistics on the impact to an individual’s way of working from training and coaching. 

• Developing a way of tracking and measuring an increase in internal promotions. 

 

Outcome 3 - Maximise retention by being a good employer 

• Reduction in sickness absence rates and attrition over time, maintained in line with regional/ 

national benchmarking. 

• Reduction in recruitment costs linked to attrition/successful recruitment campaigns and 

monitored annually. 

• Results of the employee’s exit questionnaire, showing positive reasons for leaving. 

• Results of the employee survey, improving over the next 3 years. 

In support of the workforce strategy a detailed 3-year action plan will be developed to monitor, 

track and progress delivery against each of the three strategic workforce objectives and as part of 

this action plan the relevant markers of success will be expanded upon in more detail, measurable 

and reportable to Walsall Council’s Corporate Management Team. 

 

Employee Charter 
The Council is committed to developing a culture where every member of staff feels valued, 

recognised, and supported. A culture where there is openness, safety to speak up, mutual 

respect and where a healthy work-life balance can be achieved. Where all staff are developed to 

reach their full potential and teams strive for continuous improvement, putting the customer at the 

centre of what they do. It is the workforce, their skills and commitment that drive us to improving 

services across Walsall. Our employee charter sets out the expectations as an employee, as a 

manager and as an employer. 
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As an employer we will provide: 

• A psychologically safe environment 

that encourages inclusion and 

where you can raise concerns and 

ask questions without fear of being 

embarrassed, marginalised, or 

punished. 

• An environment where you are 

encouraged to develop through 

recognised qualifications, on-the-job 

training or through personal coaching 

or mentoring. 

• A drive for all teams to be high 

performing and develop trust and 

mutual respect, a coaching and 

learning culture, open and clear 

communication, a shared vision 

and clear direction, effective work 

practices, a team-first mentality and 

be diverse, valuing the benefits that 

diversity can bring to the team. 

• The opportunity to contribute your 

ideas and concerns to the wider 

organisation through focus groups 

and the employee survey, which will 

then be reviewed and actioned. 

As a manager you will be expected to: 

• Provide regular and constructive feedback 

to team members that allows continuous 

growth and development. 

• Be a positive role model for the 

organisation’s values and behaviours, 

holding people to account when values 

and behaviours fall below expectations. 

• Encourage constructive feedback on 

themselves and their service. 

• Champion all aspects of psychological 

safety and Equality, Diversity, and Inclusion, 

so every member of the team feels 

supported and respected. 

• Support staff to develop their skills and 

career aspirations. 

• Promote teamwork, innovation, creativity, 

flexibility and collaboration with other teams 

and service areas. 

• Provide leadership, guidance, and 

encouragement to continually improve the 

service and achieve identified objectives or 

targets. 

 
As an employee you will be expected to: 

• Contribute to a positive culture, treating everyone with dignity and respect. 

• Understand the need to continuously develop skills and knowledge and make best use of 

opportunities to learn and develop, asking for help or training when needed. 

• Get involved, be open to new ways of working and put forward ideas and suggestions for 

continuous improvement. 

• Perform your role to the highest possible standards, taking ownership and accepting the 

responsibilities this brings. 

• Take pride in being part of the Council and live our values in your daily workplace activities. 

• Work positively with others and value collaboration, be a team player, engage and 

communicate. 

• Place high quality provision, customer care and business success at the centre of your 

work. 

• Be inclusive, embrace diversity and ensure you treat everyone with fairness, giving them the 

same opportunities. 

 

 

 For further information contact the Head of Strategic HRM or the Head of OD. 

 
Last Updated Jan 2024
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Scrutiny Overview and Governance Committee 
 
8 September 2025  
 
Social Value Working Group – Terms of Reference 
 
 
1. Aim 
 

For the Committee to consider the terms of reference for the Social Value working 
group.  

 
2. Recommendations 
 

That, the Social Value Working Group Terms of Reference be approved.  
 
3. Report detail – know 

 
In 2024/25 municipal year, the Committee recommended to commence a Social 
Value Working Group. Following this resolution, the Committee agreed the 
following membership:  
 
a. Councillor M Ward (Chair) 
b. Councillor A Hicken  
c. Councillor A Nawaz (Associate Member) 
d. Councillor N Latham 

 
Following Annual Council, Councillor Hicken was appointed as an Executive 
Portfolio Holder, as such, the appointment made him ineligible to continue as a 
Member of the Working Group.  

 
The working group has conducted a fact-finding session to discuss the draft 
terms of reference which are attached in Appendix A.  
 

 
Author 
 
Matt Powis  
Senior Democratic Services Officer   
 01922 652156 
 matthew.powis@walsall.gov.uk  

Agenda Item 
No. 7 
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Scrutiny Overview and Governance Committee – 

Social Value Working Group  

Initiation Document 

 

Working Group Name: Social Value Working Group  

Committee: Scrutiny Overview and Governance Committee 

Municipal Year: 2025/26 

Chair:  Councillor Ward 

Lead Officers:  Shaun Darcy – Director – Finance, Procurement and Assurance 

Jeremy Richardson – Head of Procurement and Contract Management 

Matt Powis (Senior Democratic Services Officer)  

Membership Councillors Latham and Nawaz  

Co-opted Members  Not specified 

1. Context 

1.1. On 9th December 2024, the Scrutiny Overview Committee considered an agenda item on the Walsall 

Pound and Social Value.  

1.2. Members noted the definition of Social Value which was defined as the broader societal impact 

beyond profit, including economic, community, and environmental benefits. 

1.3. The importance of creating opportunities for care leavers and ex-offenders, encouraging all 

directorates to adopt social value contracts via a dedicated portal, and embedding weighted social 

value criteria in pre-tender processes was noted as a priority. In this respect, it was noted that Council 

already spends over 40% of its supplier budget locally, and there was an aim to increase this through 

strategic procurement. As such, the Scrutiny Overview Committee agreed to establish a working 

group to consider the topic of social value and measure its effectiveness.  

 

2. Objectives 

2.1 Review the Council’s current contract framework.  

2.2 Understand the legislative requirements for social value and corporate social responsibility. 

2.3 Understand and assess the Council’s internal social value initiatives and offer.  

2.4 Review the Social Value Portal Tool, scoring system and measuring success.  

2.5 Examine the impact of social value between education systems and employment.  

2.6 Review potential improvements and how the Council can provide maximum impact.  

3. Scope 

3.1 Investigate barriers that prevent firms from applying for Council Contracts including contract 

evaluation processes, support mechanisms and what ‘proportionality’ looks like.  

3.2 Understand the legislative requirements of social value and corporate social responsibility.  

3.3 Identify the Council’s internal social value offer such as volunteer days, apprenticeships, support 

for looked after children (LAC) and previously looked after children (PLAC). 

3.4 Review the Social Value Portal tool, its scoring system and the measurement of social value 

success.  

3.5 Examine the relationship between local schools/colleges and business development and identify 

the golden thread for social value to make a difference.  

3.6 Examine best practice including examples from previous peer reviews and the Local Government 

Association.  
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4 Equalities Implications  

4.1 The Equality Act 2010 protects children, young people and adults against discrimination, 

harassment and victimisation in relation to housing, education, clubs, the provision of services 

(including healthcare) and work.  

5 Who else will contribute  

5.1 In addition to lead officers and members contributions will be required from the following partners 

and stakeholders:  

 Local businesses including SME 

 Suppliers  

 HR 

 Procurement  

 Education Providers 

 Portfolio Holder 

6 Timescale and Reporting Schedule 

6.1 The following dates are based upon the need for the working group to be completed in the same 

municipal year: 

 Terms of Reference – July 2025  

 Terms of Reference to be approved by Overview Scrutiny Committee – September 2025. 

 Draft report to be considered by Working Group – TBC 

 Final report to be considered by Overview and Scrutiny Committee - TBC 

 

6.2 A detailed timetable of meetings and activities can be found at Appendix A.  
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Appendix A Timetable 

Date Activity 

July 2025  Issue draft Terms of Reference for consideration and comment  

July 2025 Comments on Terms of Reference returned to officers 

July 2025 Final Terms of Reference agreed with group members   

July/September Terms of Reference presented to Scrutiny Overview Committee 
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Scrutiny Overview and Governance Committee – Area of Focus – 2025/26 

*Quarter 1 and Quarter 3 Financial reports will be circulated via e-mail to Members of the Committee and will not form part of the 
Committee’s Agenda unless specially requested by the Committee. 

 

 

21 July 2025 8 September 2025 
 

9 October 2025 
 

6 November 2025 
 

5 February 2026 
 

12 March 2026 
 

16 April 2026 
 

Prioritisation of 
work 
programme  
 

Delivery of 
Workforce and 
Organisational 
Development 
Strategy  
 
Social Value Terms 
of Reference 

Polling District 
Review and 
Election 
Preparedness  
 
WMCA 
Corporate 
Update   
 
Delivery of EDI 
Strategy Action 
Plan 

Draft Budget and 
Capital 
Programme  
 
Council Tax, 
Business Rates 
and Commercial 
Rent Collections  
(Compliance 
rates, methods of 
collection, 
breakdown of 
figures and a 
general overview) 
 
 
 

Council Plan 
Performance 
 
New Transformation 
Programme  
 
Pending Final Budget 
and Capital 
Programme 

Communication and 
Engagement  
 
Applications of AI 
and Automation in 
Walsall Council 
 

Outcome of the 
Social Value Working 
Group  
 
Outcome of the 
Scrutiny Working 
Group 
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Scrutiny Overview and Governance Committee – Area of Focus – 2025/26 

*Quarter 1 and Quarter 3 Financial reports will be circulated via e-mail to Members of the Committee and will not form part of the 
Committee’s Agenda unless specially requested by the Committee. 

Items to be scheduled  Notes  

NEW Legal Services Restructure  
NEW Review of the Council’s Constitution  
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FORWARD PLAN OF KEY DECISIONS 
 
 
 
 

Council House, 
Lichfield Street, 

Walsall, WS1 1TW 
www.walsall.gov.uk 

 
 
4 August 2025 
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FORWARD PLAN 
 
The forward plan sets out decisions that are termed as “key decisions” at least 28 calendar days before they are due to be taken by the 
Executive (Cabinet).  Also included on the plan are other decisions to be taken by the Cabinet (“non-key decisions”).  Preparation of the forward 
plan helps the Council to programme its work.  The purpose of the forward plan is to give plenty of notice and an opportunity for consultation on 
the issues to be discussed.  The plan is updated each month with the period of the plan being rolled forward by one month and republished.  
Copies of the plan can be obtained from Democratic Services, Walsall MBC, Council House, Walsall, WS1 1TW Craig.Goodall@walsall.gov.uk 
and can also be accessed from the Council’s website at www.walsall.gov.uk.  The Cabinet is allowed to make urgent decisions which do not 
appear in the forward plan, however, a notice will be included on the agenda for the relevant Cabinet meeting which explains the reasons why. 
 
Please note that the decision dates are indicative and are subject to change.  Please contact the above addressee if you wish to check the date 
for a particular item. 
 
The Cabinet agenda and reports are available for inspection by the public 7 days prior to the meeting of the Cabinet on the Council’s website.  
Background papers are listed on each report submitted to the Cabinet and members of the public are entitled to see these documents unless 
they are confidential.  The report also contains the name and telephone number of a contact officer.  These details can also be found in the 
forward plan. 
 
Meetings of the Cabinet are open to the public.  Occasionally there are items included on the agenda which are confidential and for those items 
the public will be asked to leave the meeting.  The forward plan will show where this is intended and the reason why the reports are confidential.  
Enquiries regarding these reasons should be directed to Democratic Services (Craig.Goodall@walsall.gov.uk). 
 
“Key decisions” are those decisions which have a significant effect within the community or which involve considerable expenditure or savings.  
With regard to key decisions the Council’s Constitution states: 
 

 (1) A key decision is: 
 
  (i) any decision in relation to an executive function which results in the Council incurring expenditure which is, or the  

making of savings which are, significant, having regard to the Council’s budget for the service or function to which the 
decision relates or 

 
  (ii) any decision that is likely to have significant impact on two or more wards within the borough. 

 
  (2) The threshold for “significant” expenditure/savings is £500,000. 
 
  (3) A decision taker may only make a key decision in accordance with the requirements of the Executive Procedure Rules set  

out in Part 4 of this Constitution. 
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FORWARD PLAN OF KEY DECISIONS 
SEPTEMBER 2025 TO DECEMBER 2025 

(04.08.2025) 
      1                           2                                                        3                         4                                 5                                    6                           
7 

Reference  
No./ 

Date first 
entered in 

Plan 

Decision to be considered (to 
provide adequate details for those both 

in and outside the Council) 

Decision 

maker 

Background papers (if 
any) and Contact Officer 

Main consultees Contact 
Member 

(All 
Members 

can be 
written to at 

Civic 
Centre, 
Walsall) 

Date item to 
be 

considered 

24/25 

(6.5.25) 

Council Plan Performance and 
Transformation update: Q1 - 1 April 
to 30 June: 

To provide Cabinet with a performance 
update for Quarter 1 regarding the 
Council Plan and transformation 
programme. 

Cabinet 

Non-key 

Decision 

Judith Greenhalgh 

Judith.Greenhalgh@walsal

l.gov.uk   

Internal Services  Cllr Bird 3 September 
2025 

36/25 

(4.8.25) 

West Midlands Key Route Network: 

To delegate authority to consent to the 

submission of a draft order regarding 

the West Midlands Key Route Network. 

Cabinet 

Key 

Decision 

Dave Brown 

Dave.Brown@walsall.gov.

uk   

Internal Services  Cllr Bird 3 September 
2025 

19/25 

(7.4.25) 

West Midlands Combined Authority 
(WMCA) Building Retrofit Pilot – 
Public Sector Decarbonisation 
Scheme: 

To delegate authority to accept a 

funding allocation for the WMCA 

Building Retrofit Pilot – Public Sector 

Decarbonisation Scheme to improve 

Cabinet 

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk 

Internal services Cllr 
Andrew 

3 September 
2025 
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the energy efficiency of public sector 

buildings in the borough. 

43/25 

(4.8.25) 

Improving SEND Adult Provision for 
the Borough of Walsall - Disposal of 
a council-owned building on 
Littleton Street West:  
 
To approve the Disposal of a council-
owned building on Littleton Street 
West, to support the development of 
improved educational facilities for 
students with special educational 
needs and disability (SEND). 

This will be a private session report, 

containing exempt information.  

Cabinet 

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk 

Internal services Cllr 
Andrew 

3 September 
2025 

 37/25 

(4.8.25) 

Community Mental Health Services 
Contract Extension:  

To extend the contract for Community 
Mental Health Services, for an initial 
period of twelve (12) months from the 1 
October 2025 to the 31 September 
2026 and a second period of up to six 
(6) from the 1 October 2026. 

Cabinet  

Key 

Decision  

Nadia Inglis  

Nadia.Inglis@walsall.gov.u

k  

Internal Services  Cllr Flint  3 September 
2025 

18/25 

(7.4.25) 

Nature, Towns and Cities Bid: 

To seek approval to spend grant 
funding received through Nature, 
Towns and Cities. 

Cabinet  

Key 
Decision 

Kathryn Moreton 

Kathryn.Moreton@walsall.
gov.uk  

Internal Services Cllr Flint 3 September 
2025 
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31/25 

(7.7.25) 

Housing Support Service for People 
with Complex Care and Mental Ill 
Health: 

To extend the contract for Housing 

Support Service for People with 

Complex Care and Mental Ill Health for 

12-months, with an option to extend for 

a further period of up to 12-months. 

Cabinet  

Key 

Decision 

Kerrie Allward 

Kerrie.Allward@walsall.go

v.uk   

Internal Services Cllr 
Pedley 

3 September 
2025 

38/25 

(4.8.25) 

Procurement of liquid fuels and 
heating oil: 

To award a contract for the 
procurement of liquid fuels to ensure 
the delivery of key frontline services. 

This will be a private session report, 

containing exempt information. 

Cabinet  

Key 

Decision 

Kathryn Moreton 

Kathryn.Moreton@walsall.

gov.uk  

Internal Services Cllr 
Samra 

3 September 
2025 

16/25 

(7.4.25) 

Secondary Sufficiency: 

To seek approval for the proposed 
secondary school expansion 
programme to ensure the provision of 
sufficient school places. 

Cabinet  

Key 

Decision 

Sharon Kelly 

Sharon.Kelly@walsall.gov.

uk  

Internal Services Cllr 
Statham 

3 September 
2025 

17/25 

(7.4.25) 

Special Educational Needs (SEN) 
Sufficiency: 

To provide an overview of the current 
position and approve options to 
support the development of education 
provision for vulnerable children. 

 

Cabinet  

Key 

Decision 

Sharon Kelly 

Sharon.Kelly@walsall.gov.

uk 

Internal Services Cllr 
Statham 

3 September 
2025 
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39/25 

(4.8.25) 

Walsall Youth Justice Strategic Plan 
22/25 Annual Update Report: 

To meet statutory requirements by 

producing an annual youth justice plan 

for submission to the Youth Justice 

Board for England and Wales, showing 

how youth justice services will be 

provided and funded. 

Cabinet  

Key 

Decision 

Isabel Vanderheeren 

Isabel.Vadnerheeren@wal

sall.gov.uk  

Internal Services Cllr 
Statham 

3 September 
2025 

33/25 

(7.7.25) 

Draft Revenue Budget and Draft 

Capital Programme 2026/27 to 

2029/30: 

To provide an updated medium term 

financial outlook, draft revenue budget 

and capital programme for 2026/27 to 

2029/30, including savings proposals.  

Cabinet 

Non-key 

decision 

 

Shaun Darcy 

Shaun.Darcy@walsall.gov.

uk 

Council tax payers, 

business rate 

payers, voluntary 

and community 

organisations. 

Internal Services 

Cllr Bird  15 October 
2025 

34/25 

(7.7.25) 

Corporate Financial Performance 

2025/26: 

To report the financial position based 

on 6 months to September 2025.  

Cabinet 

Non-key 

decision 

Shaun Darcy 

Shaun.Darcy@walsall.gov.

uk  

Internal Services Cllr Bird 15 October 
2025  

4/25 

(6.1.25) 

Planning Obligations 

Supplementary Planning Document: 

To approve the final version of the 

Supplementary Planning Document for 

adoption. 

 

 

Cabinet  

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk 

Internal Services Cllr 
Andrew 

15 October 
2025 
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44/25 

(4.8.25) 

Walsall Borough Local Plan (WBLP) 

– Consultation on the Draft 

(Regulation 18) Local Plan: 

To seek approval to consult on a draft 

WBLP (Regulation 18 version), 

appended to the report, along with 

supporting local plan evidence. 

Cabinet  

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk 

Internal Services Cllr 
Andrew 

15 October 
2025 

 

40/25 

(4.8.25) 

Adult Learning Centre: 

To approve the final business case for 

the Adult Learning Centre Project and 

delegate authority to proceed with 

construction and delivery of project.  

Cabinet  

Key 

Decision 

David Moore 

David.Moore@walsall.gov.

uk  

Internal Services 

Walsall College 

Cllr 
Andrew 

15 October 
2025 

 

21/25 

(6.5.25) 

Lifelong Learning, Employment and 

Skills Strategy: 

To approve the Walsall Lifelong 

Learning, Employment and Skills 

Strategy and support the development 

of an implementation plan. 

Cabinet  

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk 

Sharon Kelly 

Sharon.Kelly@walsall.gov.

uk  

Internal Services Cllr 
Statham 

15 October 
2025 

 

29/25 

(2.6.25) 

 

West Midlands Safe Centre: 

To seek approval for Walsall Council to 

join the West Midlands Safe Centre. 

Cabinet 

Key 

Decision 

Colleen Male 

Colleen.Male@walsall.gov.

uk  

Internal Services  Cllr 
Statham 

15 October 
2025 

 

32/25 

(7.7.25) 

Black Country Fostering Hub: 

To establish a Black Country Fostering 

Hub with neighbouring local 

authorities, supported by funding from 

the DfE. 

Cabinet 

Key 

Decision 

Rita Homer 

Rita.Homer@walsall.gov.u

k  

Internal Services  Cllr 
Statham 

15 October 
2025  
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35/25 

(7.7.25) 

Contract Award for the Integrated 

Sexual Health Service and the 

Healthy Child Programme 0-19: 

To seek approval to award contracts 

for the Public Health funded Integrated 

Sexual Health Service and the Healthy 

Child Programme 0-19. 

Cabinet  

Key 

Decision 

Nadia Inglis 

Nadia.Inglis@walsall.gov.u

k  

Internal Services Cllr Flint 15 October 
2025 

45/25 

(4.8.25) 

Information Governance Policy: 

To review and approve the Information 

Governance Policy to ensure 

compliance with statutory 

requirements.  

Cabinet 

Key 

Decision 

Judith Greenhalgh 

Judith.Greenhalgh@walsal

l.gov.uk  

Internal Services Cllr A. 
Hussain 

15 October 
2025 

42/25 

(4.8.25) 

Council Plan Performance and 

Transformation update Quarter 2: 

To provide Cabinet with a performance 

update for Quarter 2 regarding the 

Council Plan and transformation 

programme. 

Cabinet 

Non-key 

Decision 

Judith Greenhalgh 

Judith.Greenhalgh@walsal

l.gov.uk   

Internal Services  Cllr Bird 10 December 
2025   

65/24 
(7.10.24) 

Walsall Place Based Strategy: 

That Cabinet approve the Walsall 

Place Based Strategy (PBS) that sets 

the vision and delivery plan for the 

Single Settlement. 

Cabinet 

Key 

Decision 

Simon Tranter 

Simon.Tranter@walsall.go

v.uk  

Internal Services  Cllr 
Andrew 

10 December 
2025 
 

41/25 

(4.8.25) 

Treasury Management Mid Year 
Position Statement 2025/26: 

To note and forward to Council, for 

consideration and noting (and in line 

with the requirements of the Treasury 

Management Code of Practice (2017), 

the mid year report for treasury 

Cabinet 

Non-key 

Decision 

 

Shaun Darcy 

Shaun.Darcy@walsall.gov.

uk  

Internal Services Cllr 
Statham 

10 December 
2025   
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management activities 2025/26 

including prudential and local 

indicators.  
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Black Country Executive Joint Committee 

Forward Plan of Key Decisions Published up to October 2025 
 

Date 
Created 

Key Decision Contact Officer Main consultee Date of 
meeting 

03/02/2025 Secretary’s report and the publication of the  

Forward Plan dates. 

 
  

Emma Bennett 
 
ChiefExecutive@walsall.gov.uk 
 

Dudley MBC 
Sandwell MBC 
Walsall Council 
City of  
Wolverhampton  
Council 

18 June 
2025 

Date 
Created 

Non-Key Decision Contact Officer Main consultee Date of 
meeting 

09/06/2025 LEP Legacy Funds Programmes year end 

position for Noting: 

 

To note the update on each BCLEP legacy 

funds at 31 March 2025, as set out in the 

report.  

 

To note decisions taken by Walsall 

Council’s Section 151 Officer, through Black 

Country Executive Joint Committee (BCJC) 

Delegated Authority, as set out in the report 

Attachment 1. 

Mark Lavender 
 
Mark.Lavender@walsall.gov.uk 
 
Walsall Council, Accountable Body  

Walsall Council  
Dudley MBC 
Sandwell MBC 
City of  
Wolverhampton  
Council 

18 June 
2025 
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WMCA Board  
Forward Plan 
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Forthcoming key decisions 
 

Title of key decision: Decision to be taken by 
and date: 
 

Open or Exempt: Executive Director: 

WMCA Multi-Year Strategy and Planning 
To consider the WMCA’s strategic priorities for 
the three-year period from April 2026 to March 
2029, seeking delegated support streamlined 
decision-making and ensuring operational 
efficiency while maintaining robust financial 
oversight and accountability. 

 

WMCA Board 
17 October 2025 
 

Open Chief Executive (Ed Cox), 
Executive Director of Finance & 
Business Hub (Linda Horne) 

Consolidated Report on WMCA's Housing 
Programmes 
To provide a consolidated update across key 
housing programmes and seek approval for the 
follow items:  
(a) Programme Business Case for housing 
Integrated Settlement funding; 
(b) Programme Business Case for legacy 
housing funds; 
(c) Regional priorities and proforma for the post-
2026 Social & Affordable Homes Programme 
prospectus. 

 

WMCA Board 
17 October 2025 
 

Fully exempt Director of Commercial and 
Investment (Ian Martin) 
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Local Get Britain Working Plans 
To receive a report on a Government-mandated 
plan to devise a regional plan with partners to 
reach a national 80% employment rate and 
reduction of economic inactivity. 
 

WMCA Board 
17 October 2025 
 

Open Executive Director of 
Employment, Skills, Health & 
Communities (Helene Dearn) 

Witton Railway Station Improvements 
To consider a report on improvements to Witton 
Railway Station for the Euro 2028 competition 
and beyond. 

 

WMCA Board 
17 October 2025 
 

Open Executive Director of Transport 
for West Midlands (Anne Shaw) 

Appointment of Chief Executive 
To appoint the Chief Executive and Head of Paid 
Service of the WMCA. 

 

WMCA Board 
17 October 2025 
 

Open Chief Officer (Law, Governance & 
Audit) (Helen Edwards) 

WMCA Financial Monitoring Report 
To provide an update on the latest financial 
position. 
 

WMCA Board 
14 November 2025 
 

Open Executive Director of Finance & 
Business Hub (Linda Horne) 

Regional Natural Environment Delivery 
Programme 
To consider and approve the strategy. 
 

WMCA Board 
14 November 2025 
 

Open Chief Executive (Ed Cox) 
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Sprint Purchase of Vehicles 
To consider funding and approval proposals to 
purchase 24 articulated 18m buses and 
associated infrastructure to enable the 
introduction and operation of through services 
between Walsall and Solihull on the Sprint 
corridor. 

 

WMCA Board 
14 November 2025 
 

Open Executive Director of Transport 
for West Midlands (Anne Shaw) 

WMCA Financial Monitoring Report 
To provide an update on the latest financial 
position. 
 

WMCA Board 
16 January 2026 
 

Open Executive Director of Finance & 
Business Hub (Linda Horne) 

Draft WMCA Budget 2026/27 
To present the draft budget proposals for the 
board’s consideration. 
 

WMCA Board 
16 January 2026 
 

Open Executive Director of Finance & 
Business Hub (Linda Horne) 

West Midlands Net Zero Five Year Plan 2026-
31 
To approve the second West Midlands Five Year 
Plan for achieving net zero carbon emissions by 
2041, covering the period 2026-31. 
 

WMCA Board 
16 January 2026 
 

Open Chief Executive (Ed Cox) 

WMCA Social Value Policy 2026-2035 
A refreshed Social Value Policy for the West 
Midlands aligned to the eight Inclusive Growth 
fundamentals to make the West Midlands the 
best place to live, work, and visit. 
 

WMCA Board 
16 January 2026 
 

Open Chief Executive (Ed Cox) 
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WMCA Budget 2026/27 
To present the final budget proposals for 
2026/27 for the board’s approval. 
 

WMCA Board 
13 February 2026 
 

Open Executive Director of Finance & 
Business Hub (Linda Horne) 

Key Route Network Review 2023/24 
To gain approval to update the Key Route 
Network. 
 

WMCA Board 
13 February 2026 
 

Open Executive Director of Transport 
for West Midlands (Anne Shaw) 

WMCA Financial Monitoring Report 
To provide an update on the latest financial 
position. 
 

WMCA Board 
13 March 2026 
 

Open Executive Director of Finance & 
Business Hub (Linda Horne) 

WMCA Air Quality 'Stretch Targets' 
To consider options for 'stretch targets' for air 
quality in the WMCA area that go above and 
beyond national targets. 
 

WMCA Board 
12 June 2026 
 

Open Chief Executive (Ed Cox) 
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The Forward Plan 
 
This document sets out known ‘key decisions’ that will be taken by the West Midlands Combined 
Authority (WMCA) over the coming months. 

 
Forthcoming key decisions are published online to meet the statutory 28 day notification rule for each 
meeting where a key decision will be taken. Where it has not been possible to meet the 28 day rule for 
publication of notice of a key decision or an intention to meet in private, the relevant notices will be 
published as required by legislation as soon as possible. 
 
What is a key decision? 
 
A ‘key decision’ means a decision of the Mayor, WMCA or officer which is likely:  
 

(a) to result in the WMCA incurring expenditure, making savings or generating income amounting to 
£1m or more; or 

 
(b) to be significant in terms of its effects on communities living or working in an area comprising 

two or more wards in the area of the WMCA. 
 

The report relating to a decision, together with any other documents being considered, will be available 
five clear working days before the decision is to be taken (unless the documentation contains exempt 
information).  
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The forward plan also provides notice of when the WMCA may decide to exclude the press and public 
during consideration of a particular matter due to the potential for disclosure of confidential or exempt 
information. The grounds upon which local authorities can exclude the press and public are specified by 
law and details of the exempt categories are available on request from the Governance & Scrutiny team 
(governance.scrutiny@wmca.org.uk). 
 
Councillors or members of the public wishing to: 
 
• make a representation about why a matter should be heard in public, or 
• submit information to the decision-making body about an item in the forward plan, or  
• request details of relevant documents, or 
• seek advice about the WMCA’s decision-making arrangements, 
 
should contact the Governance & Scrutiny team: governance.scrutiny@wmca.org.uk 
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