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EXECUTIVE SUMMARY:

This Report sets out the performance information related to the Business Plan for
Human Resources Division and reports against the new local performance indicators
covering the period 1 October 2008 to 31 December 2008.

RECOMMENDATIONS:

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.
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DETAIL:

1 Introduction

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

1.2  The new local performance indicator set was introduced in quarter 1 and
was first reported in the new graphical format to this Committee in June.
Following positive feedback from Members, this format has been adopted
although as stated at the outset, the indicator set will continue to be
developed, particularly those in relation to recruitment and appraisal
where new technology has recently been introduced. It is anticipated that
the performance information for these indicators will not be available until
outturn is reported.

2. Performance Indicators

2.1 Performance monitoring for quarter 3 has been carried out against the
indicators set out in section 1.2 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.

2.2  The performance information for the period 1 October 2008 to 31
December 2009 is shown in Appendix 1.

3 Business Plan Performance

3.1 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.
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OTHER CONSIDERATIONS:

4 CORPORATE STRATEGY (RELEVANCE TO):

4.1  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

5 RESOURCE IMPLICATIONS:

5.1 These are contained in the detail of the report.

BACKGROUND DOCUMENTS:

Held in the Human Resources Division

APPENDICES:

Appendix 1a - e Human Resources Performance Indicators

Appendix 2 Human Resources Division Business Plan Monitoring



ESTABLISHMENT SCORECARD
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APPENDIX 1a

The annual average number of fte in post has
decreased over the last quarter which would
normally indicate an increase in the number of
vacancies. However the headcount and actual fte
in post has remained stable over the last two
quarters. The focus on budgets and the
increasing need to tighten the payroll budget has
resulted in a number of vacant posts being
removed from the establishment impacting on the
vacancy rate, which has reduced significantly this
quarter from 7% to 2.4%. The overall reduction
showing this quarter is a result of lower fte in post
figures in the first 2 quarters impacting on the
overall average figure.

Quarterly turnover figures show a significant
decrease this quarter which is what would be
expected for the third quarter. The end of Q2 will
normally show higher turnover as temporary
summer contracts end and those employees
following an academic career leave to start their
studies. We would therefore expect to see a lower
turnover figure for Q3. The annual turnover
figures show an overall increase, although this is
likely to relate to higher turnover rates through the
year. We would normally expect to see voluntary
turnover increase in the last quarter as the New
Year is traditionally the time staff seek new
opportunities, however due to the current financial

This indicator is reported annually and quarterly
information is not currently available. This
information is being collated with the view to
reporting establishment changes on a quarterly
basis. Following steady growth over the 6 years
until 2008, divisional restructures, a period of
vacancy management and the requirement for
managed savings, has seen a reduction in the
Council's agreed establishment 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.



ATTENDANCE SCORECARD
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APPENDIX 1b

The average number of days sick per
person has increased this quarter
returning to the levels of absence
shown in quarter 1. This was not
unanticipated as quarter 3 is a winter
quarter with traditionally higher level of
seasonal illnesses such as colds and
infections. Work continues with
managers to address sickness absence
within divisions and to reduce the
overall absence figures further.

The percentage of the total absence
figure attributable to short term
sickness absence has increased by 102
days (3%) over the last quarter which is
expected over a winter quarter. Long
term absence has also increased by
159 days (11%). The cases of long
term sickness absence are being
managed on an idividual basis under
the Policy for Managing Sickness
Absence and every attempt is being
made to ensure as quick a resolution
as possible.



ATTENDANCE SCORECARD APPENDIX 1b

Sickness Absence by Reason
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The number of days sick attributable to 'infections' has increased this quarter as expected and this remains the main
cause of sickness absence with 'other sickness ' given as a close second. Whilst there has been a 34% increase in
absence attributed to work related stress this quarter, the total number of days attributed to stress (of any kind) has
decrease by 10%. The new categories of Personal and Work Related Stress were introduced early in 2008 and this has
meant that the days have been redistributed among the categories. This means that although according to the figures
shown, work related stress has increased, this is not necesarily the case. The number of days attributed to general
stress have decreased proportionally to the increase in the other categories. Any stress related absence, particularly
those identified as work related stress are investigated and where appropriate measures put in place to address this.
The current resource constraints facing the Council may mean that staff are being asked to do more in the time
available to them and this must be monitored to ensure that staff are not overstretched causing work to have a detriment

Stress is a key focus of the Corporate Health and Safety Committee.
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PROFILE SCORECARD
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TRAINING SCORECARD
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APPENDIX 1d

The corporate training budget is
managed by the Learning and
Development Advisor and is used
to carry out corporate training
needs as identified both in the
Corporate Training Plan and in
annual appraisals. The corporate
training spend is low in quarter 1
as these plans are still being
developed and the learning
interventions throughout the rest
of the year. The corporate
training spend shows a
consistent increase over the first
3 quarters. Because of the way in
which external providers invoice
for a planned programme of
courses we would normally
expect the majority of the spend
to show in quarter 4 although the
training may have been carried
out throughout the year. This
would account for the significantly
higher level of corporate training
spend in quarter 4 last year. The
Divisions also manage their own
training budget that is used for
professional training and is not
reported here. This forms part of
the total training spend reported




BVPI SCORECARD
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APPENDIX 1e

The number of ethnic minority and disabled staff
employed at this level remains unchanged. The
number of female staff employed remains
consitently high. Recruitment practices continue
to be monitored to ensure equality however as
turnover amongst this group of staff is relatively
low there is limited scope to impact significantly
on a quarterly basis.

The overall levels of sickness absence increased
this quarter to the levels shown in quarter 2.
Detailed absence profiling is shown in the
Attendance Scorecard

There have been no early retirements this
quarter either as a result of ill health or
redundancy. With further organisational change
anticipated, there is a possibility that there may
be further early retirements in the coming year.

The percentage of disabled staff employed has
shown a slight increase this quarter in line with
the general upward trend. 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. Work continues to ensure that disability
status is accurately recorded with staff feeling
confident that their disability will not have a
negative impact on their employment or career
aspirations. The management of absence policy

There has been a 0.1 point increase in the
percentage of staff from ethnic minority groups.
The general trend has been upwards and the
overall percentage remains higher than the
same period last year. Work continues to
promote equalities in employment and in service
provision.
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