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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 local performance indicators
covering the period 1 October 2010 to 31 December 2010.

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 As Members are aware new local performance indicator set was
introduced in quarter 1 2008 and reported against throughout 2008/9.
Reporting will continue against these indicators for the coming year.
Performance indicators continue to be developed where additional
information is considered useful for monitoring purposes.

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.

2.2 The performance information for the period 1 October 2010 to 31
December 2010 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. Projects have been amended where
appropriate to reflect the changing priorities during the year.

OTHER CONSIDERATIONS:

4.

4.1

SUSTAINABLE COMMUNITY STRATEGY AND CORPORATE
BUSINESS PLAN (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.



5. RESOURCE IMPLICATIONS:

5.1 Contained in the detail of the report.

6. RISK MANAGEMENT ISSUES

6.1 Increased levels of absence impact on productivity and the ability to
deliver a cost effective service.

BACKGROUND DOCUMENTS:

Held in the Human Resources Division

APPENDICES:

Appendix la - f Human Resources Performance Indicators

Appendix 2 Human Resources Division Business Plan Monitoring
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Appendix 1a

The annual average number of fte in post has decreased over
the last quarter, as has the headcount in post. The vacancy
rate has increased over the quarter. The continuing focus on
budgets and the need to make savings has resulted in posts
being held vacant for a period of time as part of a vacancy
management process or posts that are vacant being dis-
established. Whilst a number of vacancies have been
released for recruitment, the majority are being recruited to
internally and utilising the 1team approach.

The quarterly & annual turnover figures have reduced slightly
this quarter. Annual figures are based on the average
headcount over 12 months, they will reflect the fluctuations in
headcount over that period.

This indicator is currently reported annually. 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 over the last 2 years. This trend will
continue in the coming year as the vacancy management
process has resulted in a number of posts being
disestablished in order to achieve budget savings and the use
of the 1team approach. This figure does not take into account
temporary staff who are employed in non established posts or
those posts that are fully funded externally. The Establishment
report for 2010/2011 reported to this committee (PER 179)
was agreed.



ATTENDANCE INDICATORS
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It is likely that the sickness absence figures would
continue to increase this quarter as the recession and
the uncertainty that brings continues to put strain on
peoples personal resources. This is likely to continue
until the financial climate improves. The
organisational changes that are being made within the
Council to make the most effective and efficient use of
resources may compound this. Management is
working to ensure that the process of change is well
managed to minimise the negative impact on staff. A
number of the long term cases are no longer sickness
absence cases, either because of a managed return
or through dismissal. Taking these into account
would reduce the sickness absence levels to 9.4 days
per person.

The reporting for sickness and absence has been
reviewed and improved to gain better clarity of the
information recorded. This improvement has led to a
more accurate way of reporting the split between long
term and short term sickness and absence which help
focus the actions taken to reduce both sets of
sickness absence. There is a change in the graphs
for the period of April — June 2010 (Q1 and continues
into Q2). The increase in long-term sickness periods
are explained by two factors.

Firstly, the HR system records sickness absence on a
twelve month rolling calendar and there have been
some continuous periods of sickness shown as split
periods, so the absence was previously not shown as
single long-terms periods of 20 or more days.

Secondly, the new report process takes account of
sickness before and after the reporting periods
specified where any part of that sickness period falls
between the reporting dates specified and outside the
rolling twelve month period.

This ensures that the information provided is now
more accurately being reported as the correct
sickness periods for the intention of reporting on long-
term sickness. The IMOG has also reviewed and
reported on sickness and absence within the
organisation in detail. Further work will continue on
reports to improve accuracy and detail for both
Managers and Members.

Appendix 1b



ATTENDANCE INDICATORS
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There has been a slight increase in the number of
staff who have had no sickness absence in the last 12
months. This is likely to continue to be the case in the
next winter period.
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BVPI Scorecard
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Appendix 1d

The number of ethnic minority and disabled staff employed at
this level remains unchanged. The number of female staff
employed remains consistently high and is in the top quartile
for district councils. Recruitment practices continue to be
monitored to ensure equality owever, as turnover amongst
this group of staff is relatively low there is limited scope to
impact significantly on a quarterly basis.

The average number of days sick per person has shown a
slight decrease this quarter. The most significant rise has
been seen in back and neck problems, which is long term.
This appears to be concentrated in limited areas relating to
specific individual cases which are being managed.

There has been 1 early retirement due to ill health in the last
quarter. With ongoing organisational change anticipated,
there is a possibility that there may be early retirements in the
coming year.

The percentage of disabled staff employed has increased this
quarter. 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
ensures that every effort is made to keep staff who are able to
work in suitable employment.

There has been a slight decrease in the percentage of staff
from ethnic minority groups. Work continues to promote
equalities in employment and in service provision.



TRAINING SCORECARD
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Appendix 1e

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 in
line with corporate priorities. Each division
also has an allocated training budget
which is spent on department specific
training and CPD. The training spend has
been low in quarters 1 and 2 as training
plans identified through appraisals are
being developed and the learning
interventions carried out throughout the
rest of the year. This can be seen in the
increased training spend in quarter 3 for
all types of training as this is when many
courses and qualifications tend to
commence. Changes in accounting
practices have now enabled training
spend to be monitored on a quarterly
basis both for corporate and divisional
training spend. The training needs for
the Council will be identified through the
appraisal process and specific requests
for training will be considered against
departmental and corporate priorities.

Appraisal completion shows a consistent
increase over the first 3 quarters of the
year as would be expected. The process
starts again in Q4 when appraisals for the
next financial year are completed in line
with business planning. Hence the
completion level will be expected to fall in
Q4. Completion levels for the Housing
division remain lower as some staff do not
have access to the on-line appraisal
system and retain paper records.



WORKFORCE PROFILE

70% -
60% -
50% -
40% -
30% -
20% -
10% -

GENDER PROFILE

OFEMALE
EMALE

0%

2009/10

2010/11

AGE PROFILE

160
140

120
100

80
60

40

qi'8
0,

02009/10
E2010/11

o

16t024 25t034 35t044 45t054 55t064 65plus

ETHNIC PROFILE

445

8

410

O Total White

M Total BME

8

2009/10

2010/11

350 -
300 -
250 -
200 -
150 -
100 -

50 -

2009/10

2010/11

DISABILITY PROFILE

O Disability
E No Disability
ONo Information

Appendix 1f

The Council's gender profile has remained fairly
consistent year on year with 2/3 of the staff female.
However, looked at in conjunction with the indicator
for the top 5% of earners, where only 1/3 are female,
the majority of female staff are employed in lower
graded posts. The Council's approach to flexible
working supports the female workforce, traditionally
seen as undertaking the main childcare role, in
allowing a good work life balance for those with
families and dependants. As the economic climate
and societies attitudes change these percentages
may balance out more as more men take a more
flexible approach to work and seek employers who
can support that.

The Council's age profile remains fairly consistent
year on year with the majority of staff employed
falling within the 25 - 54 age range. There are a
large number of staff with long service who now fall
within the 45 - 54 age range and which may cause an
increase in the 55 - 64 age range in coming years.
Workforce development plans aim to ensure that
there is a good flow of new talent to ensure
succession plans are in place for skills and
knowledge transfer so the continuity of service can
be maintained. There may be an increase in the 65+
age group in coming years as pension values
decrease and people need to extend their working
life.

The Council's ethnic profile remains lower with
2.29% of the workforce (10 staff) from BME groups.
The resident population for the Winchester area
shows 4.7% BME groups however, this figure is total
population and includes those who are not of working
age.

There has been no significant change in the number
of staff declaring a disability (an increase from 10 -
12 staff) although the number of staff who have not
submitted any information has increased. An annual
request is made for staff to update their personal
details held on Selima and in the past this has
impacted on the overall disability figures by
increasing the amount of information known.
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Organisational Development — Quarter 3 Business Plan

2010/11 Monitoring Report

Key to Status lcons

@ Action Completed

@ Action In Progress within due date

. Check Progress — action approaching due date or associated milestone not
— yet complete and passed due date; Action Not Started

Action Status

] Winchester
‘L

City Counal

. Overdue — Due date passed before action completed
! Action Cancelled

Code & Title Expected Outcome Milestones Milestone| Milestone | Status | Action Action |Latest Status Update
Due Date |Completed?| Icon | Progress | Due Date
Total Reward |Improved levels of decision on extension of 25 Dec Yes _} 60 % 31 Mar |Strategy in draft form, ready
and recruitment and retention |You at Work contract 2009 2011 [to launch early in 2010/11
gtnrg?(g;;nem Decision on cafeteria 31 Jan No
benefit 2011
OD/OD/004 enems
Implementation of Total 31 Mar No
Reward statement 2011
Implementation of salary Yes
sacrifice scheme
Implementation of Total Yes
Reward System
HR Shared Senate approval and Chief Yes @ 16 % 31 Jul
Service Executive approval 2011
Projects Timetabl PID N
EEC/001.2a imetable and agreed o]

for priority areas
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Code & Title Expected Outcome Milestones Milestone | Milestone | Status | Action Action |Latest Status Update
Due Date |Completed?| Icon | Progress | Due Date
Occupational N 0 % 31 Jul |HIOWLA shared service
Health services 2011 |project PID and project plan
EEC/001.2al developed
Recruitment & 0 % 31 Jul |Project plan agreed and
EEC/001.2a2 2011 |draft report prepared.
Employment N 0% 31 Jul |Specification being
Law advice 2011 |developed
EEC/001.2a3
Learning & & 0 % 31 Jul |HIOWLA project still in
Development 2011 |development phase
Services
EEC/001.2a4
lteam To develop and recruit  |Establish project board and | 30 Apr Yes _} 90 % 29 Apr |1 team process continues to
EEC/001.3a staff to meet changing  |work streams 2010 2011 |be used to fill opportunities.
priorities whilst achieving Work stream project plans 30 Sep Yes There is ongoing work to
efficiencies developed 2010 enhance processes and
— continue bedding in the 1
Resources prioritisation 26 Oct Yes team approach throughout
process to be agreed with 2010 the organisation. A review
CMT of the project against the
Launch of process to SMT | 02 Nov Yes Business Case and project
2010 plans will be undertaken in
: . ter 4.
1lteam goes live with First 09 Nov Yes Quarter
1lteam Board meeting 2010
Analyse skills survey 17 Dec Yes
2010
Support new |Improved workforce Preparation of user forum 19 Feb Yes @ 100% | 01 Oct |Complete
Finance information training 2010 2010
Systems Delivery of training to user | 26 Feb Yes
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Code & Title Expected Outcome Milestones Milestone | Milestone | Status | Action Action |Latest Status Update
Due Date |Completed?| Icon | Progress | Due Date
OD/OD/006 forums 2010
Preparation of end user 31 Mar Yes
training 2010
Delivery of end user training | 01 Oct Yes
2010
HIOWLA Cost efficient provision of |Initial consultation with 25 Aug Yes _} 80 % 01 Oct |Options developed in line
Waste Project |waste service affected staff 2009 2011 |with project timetable. Client
OD/OD/007 : Structure recruited to.
Options report to Members 25 Au Yes .
P P 20099 Preparation for TUPE
— , underway.
Decision on options 31 Dec Yes
2009
Tenders to be reviewed 31 Dec Yes
2010
Consultation with affected 01 Oct Yes
staff 2011
Consultation with affected 01 Oct No
staff, unions and contractors | 2011
Implementation of joint 01 Oct No
working/contract 2011
Feasibility study Yes
New client staff structure Yes
defined
Preparation, review and Yes

completion of tender PQQ's
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Code & Title Expected Outcome Milestones Milestone| Milestone | Status | Action Action |Latest Status Update
Due Date |Completed?| Icon | Progress | Due Date
Organisationa Implement new structure 01 Apr Yes @ 83 % 31 Mar |Staff survey results reported
| Development 2010 : 2011 |to CMT on 26/10/10 and
OD/OD/013 Staff survey results 30 Apr Yes tgen to PM-]I: (;]n 16/11/10.
feedback 2010 verview of the stress
_ survey was forwarded to all
IDEA review & change 31 May Yes Heads of Team together
support 2010 with the performance of their
Stress survey feedback 31 May Yes own team on 3/12/10. Now
2010 analysing the results of
Devel h | 013 v ‘2010 Best Places to Work’
evelop change plan 201'6” es survey. Work ongoing with
linking to organisational
Implementation of plan 31 Mar | Not yet due commitments for
linked to key activities 2011 organisational culture
development.
Safeguarding Process and document 30 Jun No _} 0% 30 Nov |This area of work is being
children, mapping 2010 2011 |reviewed and may be
young people Action Plan developed 21 Jul No reassigned.
and
2010
vulnerable . —
adults Associated training plan 30 Sep No
OD/OD/014 developed 2010
Delivery of supported 30 Nov No
training 2011
Renew of _} 0% 01 Oct |Tender evaluation and
Housing 2011 |TUPE preparation underway
maintenance
contract
OD/OD/015
Supporting _} 0% 31 Mar |Ongoing work and support
service 2012 |for all phases being given to
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redesign and CMT, Managers & staff and
reviews union consultation
OD/OD/017




	PERSONNEL COMMITTEE
	28 February 2011
	HUMAN RESOURCES – PERFORMANCE MONITORING REPORT – QUARTER 3 
	REPORT OF THE HEAD OF ORGANISATIONAL DEVELOPMENT
	PERSONNEL COMMITTEE
	28 February 2011

	HUMAN RESOURCES – PERFORMANCE MONITORING – QUARTER 3 2010/11
	REPORT OF THE HEAD OF ORGANISATIONAL DEVELOPMENT
	1 Introduction


