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FOR DECISION
WARD(S): GENERAL

PERSONNEL COMMITTEE

18 September 2008

HUMAN RESOURCES — PERFORMANCE MONITORING 2008/09 — QUARTER 1

REPORT OF THE HEAD OF ORGANISATIONAL DEVELOPMENT

Contact Officer: Alison Gavin Tel No: 01962 848233

RECENT REFERENCES:

PER146 Human Resources Directorate Outturn Report 16 June 2007

EXECUTIVE SUMMARY::

This report sets out the performance information related to the Business Plan for
Human Resources Division and sets out revised performance indicators covering the
period 1 April 2008 to 30 June 2008.

RECOMMENDATIONS:

1. That the Committee raises with the Portfolio Holder any issues arising from
the Performance Indicators, and considers whether any items of significance
need to be drawn to the attention of Cabinet.




2 PER154

PERSONNEL COMMITTEE

18 September 2008

HUMAN RESOURCES — PERFORMANCE MONITORING — QUARTER 1

2008/09

REPORT OF THE HEAD OF ORGANISATIONAL DEVELOPMENT

DETAIL:

1

11

1.2

1.3

1.4

1.5

Introduction

This report sets out performance information for the Human Resources
Division for the first quarter and includes figures for the performance
indicators for that period.

In April this year the Government announced the final definitions for the
National Performance Indicator set. The changes to the national indicator
set mean that there is no longer a national requirement to collect the
Corporate Health Indicators which relate to employment. This change
provides us with the opportunity to revisit the performance indicators used
by the Human Resources Division and to establish new indicators that
offer a better insight into the Council’'s performance in managing the
workforce efficiently and effectively.

Research amongst other local district councils has established that the
majority propose to continue to monitor a number of the previous national
Corporate Health Indicators, including those relating to gender, ethnic and
disability monitoring which remain a requirement under Equalities and
Diversity legislation. All other Councils contacted also intend to continue
to monitor sickness absence (BVPI12) as the management of absence
remains a key driver in the public sector.

As the indicators relating to the workforce are no longer collected at a
national level, there will no longer be quartile information available in the
same way. Instead it is proposed that the indicators are monitored against
targets and that regular benchmarking is carried out amongst comparator
district councils to establish levels of performance.

It is proposed that the indicators are collected as a set of scorecards
under the headings of the key areas of work undertaken within the Human
Resources Division. These include:

Recruitment & Selection
- Media effectiveness (training in progress to enable reporting from
recruitment portal)
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- Recruitment turnaround time (system in place, insufficient
information currently available to provide meaningful indicator)

- Applicant profile — gender, ethnic origin, disability (training in
progress to enable reporting from recruitment portal)

Attendance

- Average number of days sick/person

- Short term & long term sickness breakdown
- Reasons for sickness absence

- Number staff with no sickness absence

Turnover

- Percentage turnover

- Reasons for leaving (being developed-more detailed reasons being
identified)

- Number of leavers within 12 months (not including temporary
contracts) (being developed)

Training

- Average corporate training spend/employee

- Average number of days training/employee (to be reported on
implementation of on line training system)

Appraisal

- Number of appraisals completed (to be reported on implementation
of on line training system)

- Competency profile (to be reported on implementation of on line
training system)

Establishment

- Establishment growth

- Percentage vacancies held

- Average length of vacancy (recording system currently being
implemented)

Workforce Profile

Those indicators shown in bold type are reported in appendix 1

Not all of this information is collected currently and systems are in the
process of being developed and implemented to allow this information to
be reported. The appraisal and training element of the HR/Payroll system
is being developed and tested and training is in progress with line
managers to implement the on line appraisal system. This will allow
appraisal information to be reported towards the end of the year.
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As some of these indicators are new, there may not be historic data
available for comparison in every case and it is anticipated that the
information contained in the indicator set will be built up over time.

Performance Indicators

Performance monitoring for quarter 1 has been carried out against the
indicators set out in section 1.5 above. Where available both targets and
historical information has been included to give perspective to the
indicators. Over the coming year, trend information will become available
as the information continues to be reported in this way.

In addition to the change in information collected, it is proposed that the
performance information is now shown in graphical form as a series of
scorecards under the different areas of activity.

The performance information for the period 1 April 2008 to 30 June 2008
is shown in Appendix 1.

Business Plan Performance

Work continues on the projects outlined in the business plan and the
progress to date is shown in appendix 2. Where progress is not on target,
an explanation has been given.

OTHER CONSIDERATIONS:

5

5.1

6

6.1

CORPORATE STRATEGY (RELEVANCE TO):

The need to make the best use of all available resources by continued
clear financial planning within the City Council is an integral part of the
Corporate Strategy

RESOURCE IMPLICATIONS:

These are contained in the detail of the report.

BACKGROUND DOCUMENTS:

Held in the Human Resources Division

APPENDICES:

Appendix 1 Human Resources Performance Indicators

Appendix 2 Human Resources Division Business Plan Monitoring
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The average number of fte in post has
increased over the last quarter indicating
a reduction in vacancies. This should be
viewed in the light of the vacancy freeze
which was implemented from August to
December 2007 reducing the number of
posts advertised in that period. Taking
into account the iead time for recruitment
and the decrease in turnover figures
over the quarter, this increase is what
would be expected.

Annual turnover has fallen over the last
12 months from 16% to 14%. Quarterly
turnover figures show a similar fall over
the last quarter. This information should
be viewed in the context of the summer
being a slow season for recruiting and
therefore a drop in turnover over that
period is not unexpected.

The Council's establishment has grown
steadily over the 6 years until 2008.
Following some divisional restructures, a
period of vacancy management and the
requirement for managed savings, the
Council's agreed establishment reduced
in 2008. This figure does not take into
account temporary staff who are
employed in non established posts or
those posts that are fully funded
externally..
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The average number of days sick
per person has again reduced this
quarter continuing the downward
trend and showing good progress
towards the target of 8 days person.
Work continues with managers to
address sickness absence within
divisions

The percentage of the total absence
figure attributable to long term
sickness is significantly lower than
that attributed to short term sickness
absence. The definition for long
term sickness absence has been
changed from absence of 40 days or
more to 20 days or more. Whilst this
may initially show an artificial
increase the levels of long term
sickness absence, it will allow us to
benchmark our absence figures like
for like against other district councils.

Produced by:

Vicki Finlay

Principal HR Advisor
August 08



ATTENDANCE INDICATORS

Sickness Absence by Reason
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The most common reason given for sickness absence in the Council is infections, with ‘other ' given as a
close second. Stress related absence features as the third most likely reason but this stress relates to
personal issues rather than specifically work related issues. Although in practice it is difficult to separate the
personal and work issue when stress is the cause of absence, this indicator seeks to identify those stress
related absences which are purely personal eg bereavement, domestic issues, which although impacted by
work, are not caused by work. This wil help us to target stress interventions more appropriately.
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This new indicator shows that there
are nearly 140 members of staff who
have had no sickness absence in the
last 12 months. This equates to
nearly a quarter of the workforce.
The work undertaken with divisions
on absence management along with
corporate strategies on employee
engagement seek to increase this
number over the coming year. We
anticipate that a recent survey
undertaken on our behalf amongst
this group of staff will offer some
incite into the reasons behind their
full attendance and assist us in
focusing our strategies for increasing
this percentage.

Produced by:

Vicki Finlay

Principal HR Advisor
August 08
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The number of ethnic minority and disabled staff
employed at this level remains unchanged. The
number of female staff employed remains
consitently high. Work continues to raise the profile
of the Council amongst minority groups and to
monitor recruitment practices. Turnover amongst
this group of staff is relatively low limiting the

scope to impact significantly on a quarterly basis.

The overall levels of sickness absence fell again
this quarter continuing the downward trend. Work
continues with managers to achieve the target of 8
days per person. More detailed absence profiliong
is shown in the Attendance Scorecard

There have been no early retirements on either
redundancy or health grounds this quarter. The
spike in early retirements shown in quarter 4
2007/08 was a result of a number of restructures
undertaken within Divisions to ensure that the
most efficient and effective service continued
provided to the community

The percentage of disabled staff employed
continues to increase this quarter. The significant
drop between quarter 1 and 2 in 07/08 relates to a
change in the way in which the indicator was
calculated rather than an actual increase in
number. This upward trend would indicate that the
Council's equalities policies and the raising of
awareness of equalities across services is
demonstrating results in terms of employment.

The percentage of staff from ethnic minority
groups has increased again this quarter continuing
the steady upward trend shown over the last year.
This again would seem to indicate success in
raising the profile of the Council amongst BME
groups
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Produced by

Vicki Finlay
Principal HR Advisor
Sep 08



WORKFORCE PROFILE
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Produced by

Vicki Finlay
Principal HR Advisor
Sept 200 8
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