APPENDIX A

COUNCIL RESOURCES OVERVIEW AND SCRUTINY COMMISSION
RECRUITMENT AND RETENTION ISSUES PANEL

Date for
completion

Definition of topic
for investigation

Recruitment and retention problems experienced by
Harrogate Borough Council

2 | Aims/objectives of

the review

Aim of Review:

To identify recruitment and retention problems in
Harrogate Borough Council and identify strategies to
overcome them

' Objectives:

1 Corporate

- What is the corporate view of recruitment
and retention issues facing the authority

- What recruitment and retention
responsibilities do individual departments
have and why they became devolved.

- The role of Human Resources in
recruitment and retention

- Identify the methods/policies employed to
attract and retain staff by the Council
generally

- What are the anticipated factors that will
affect recruitment and retention in the
authority, eg Single status, CPA, New
Legislation (Such as new
Maternity/Paternity rights and the right to
request to work flexibly)

| 2 For Departments

- Define Harrogate Borough Council
workforce in each department

- Define the recruitment and retention
difficulties experienced and their extent

- |dentify the methods/policies employed to

attract and retain staff by individual
department and the Council generally




3 General

- Demonstrate the effect, if any that
recruitment and retention difficulties have
had on Harrogate Borough Council

= Identify good practice and initiatives/policies
for improving recruitment and retention

- Produce Panel/Commission report and
make appropriate findings

Research

To identify relevant information ie Reports, studies, etc
and latest guidance from central government

- National information
- Local information

Compare recruitment and retention problems with other
Authorities, local employers and recruitment specialists

Follow up of those respondents who requested
application packs but did not submit application forms

Follow up of applicants who withdrew at interview and/or
gave back word

What scrutiny
methods will be
used

Survey of staff

Interview with directors of departments/presentations to
Panel

EXIT interviews

Interviews with a selected number of new recruits to the
Council

Presentation to Commission from HBC HR manager if
appropriate

Presentation to Commission from appropriate local
employer such as Harrogate Healthcare NHS Trust

Presentation to Commission from external recruitment
specialist

Presentation to Commission from another LA HR
manager

Survey of local businesses




Interviews with members of staff from sections with
recruitment and retention problems

Which Council
services, members
and external

' agencies will be

| involved

All Departments and Directors

Head of Human Resources

Local Public Authority employer HHC
Fecruitment specialist

Other Local Authorities

Consultation with local businesses

All staff

How the public and
other stakeholders
will be involved

Contact with members of the public responding to adverts

Contact former employees

How the issue will
be scrutinised e.g
formal panel
investigation or
gquick action by one
or two named
individuals

Panel Investigation

Estimated start
date, key stages
and final report

Start November 2002

Evaluation and
follow up to
Findings
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@(‘ L& APPENDIX B
BonauaHig counciL S Agenda ltem: .......
REPORT TO Council Resources Overview and Scrutiny Commission

DATE: 16 December 2004

REPORTING OFFICER: Chairman of The Recruitment and Retention Panel
Councillor S F O Theakston

SUBJECT: RECRUITMENT AND RETENTION REVIEW:
Interim Report
WARDS AFFECTED: All

FORWARD PLAN REF: N/A

1.0 PURPOSE OF REPORT

1.1 The purpose of the report is to update the Council Resources Overview and
Scrutiny Commission on the work of the Recruitment and Retention Panel and
identify the future work and timescale required to complete the review of
recruitment and retention within the Council.

1.2  The report will also identify some initial proposals that the Panel will be
progressing in the work that it is undertaking.

2.0 RECOMMENDATION/S
2.1 It is recommended that the Commission:-
(1) Receives the report

(2) Ensures that the Recruitment and Retention Review is a priority in the
Commissions' work programme

(3) Subject to (2) a staff notice should be circulated to all staff to thank
them for their participation in the survey and to inform them of the
progress that has been made and the timescale for the review
completion.

(4)  Refer the initial Findings of the Panel to Cabinet for action/comment. It
is anticipated that Departments will respond when they present
information to the Panel. The initial Findings are:

s  The personnel functions that have been devolved to individual
Departments should be centralised.

= Analysis of the results from the staff opinion survey will identify
significant issues to be addressed by Departments. At this stage the
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3.0

3.1

3.2

3.3

3.4

3.9

A3 2006

outline results have indicated some staff concerns in the following
areas and the Panel would like Departments to consider these

issues:;
* Pay and reward issues
* Employees feeling that their workloads have
increased and that they have to put in extra time to
meet the demands
= Satisfaction with canteen/ rest facilities
* Coping with change
= Experience and skills being valued by elected
Members
=  Dealing with stress
BACKGROUND

Meetings of the Panel

In May 2002 The Council Resources Overview and Scrutiny Commission
established a Panel to consider recruitment and retention issues facing
Harrogate Borough Council. The methodology for the review was also agreed
and a copy of this is attached at APPENDIX A for information.

Due to the local elections and the subsequent availability of Members the first
meeting did not take place until November 2002 when the Panel considered
local and national statistics and research concerning recruitment and
retention.

The second meeting of the Panel took place in February 2003 and received
further background information regarding recruitment and retention issues
within the Council as a whole from the Chief Executive, the Head of Human
Resources and the two main unions (UNISON and GMB). Information was
also received from another local major public sector employer (Harrogate
Healthcare NHS Trust) and a company specialising in Staff Opinion Surveys
(Pay and Workforce Review)

The result of this meeting was that the appointment of an external consultant,
Pay and Workforce Review (PWR) to undertake a Staff Opinion Survey for
Harrogate Borough Council was recommended for funding by the
Coordinating Board. This was approved and the process for designing and
implementing the survey commenced in February 2003.

The Panel considered a draft staff opinion survey questionnaire at a meeting

in April 2003 together with the process for distribution and reporting. These

issues were again reviewed by the new Panel after the May 2003 elections
2
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3.6

3.7

3.8

3.9

3.10

3.11

together with comments received from the Human Resources Group at a
meeting in July 2003. This resulted in additional funding being sought and
approved by the Coordinating Board for individual Departmental reports and
presentations. . PWR had also advised that the survey be undertaken after
the summer and so a date for distribution was identified for September 2003 It
was also agreed that individual Departments would be invited to meet with the
Panel once the results of the Staff Opinion Survey were received and any
issues identified

The next meeting of the Panel in August 2003 agreed a framework/checklist
for the Panel to use when receiving evidence from individual Departments. .

Evidence from The Head of Human Resources regarding corporate
recruitment and retention issues was received at the Panel meeting in
October 2003

In November 2003 the Panel Members and representatives form all
Departments received a presentation of the Qutline results of the Staff
Opinion Survey from PWR.

The last meeting of the Panel was held in October 2004 where the Panel
considered progress to date and the preparation of an interim report to the
Main Council Resources Overview and Scrutiny Commission.

Recruitment and Retention Review - Methodology

The agreed scope for the review (APPENDIX A) identified a methodology that
has been progressed by the Panel. This has included:

= Presentation to the Panel from Harrogate Healthcare NHS Trust regarding
recruitment and retention issues within a large public sector employer
locally

= Presentation to the Panel from The Head of Human Resources at
Harrogate Borough Council concerning recruitment and retention issues
facing the Council

= Presentation to the Panel from Pay and Workforce Research concerning
recruitment and retention issues in particular staff opinion surveys

s T[he development, commissioning and undertaking of a full Harrogate
Borough Council Staff Opinion Survey.

The Staff Opinion Survey was commissioned by the Panel in February 2003
and a questionnaire was agreed with the Panel and staff groups. The survey
was undertaken by a firm of external consultants, Pay and Workforce
Research (PWR).

To increase employee participation the Scrutiny Officer attended meetings
with all seven Departmental Management Teams to discuss the

-
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3.13

3.14
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3.16
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3.18

implementation of the survey. The Scrutiny Officer also organised a staff
meeting with Representatives from all departments in the Council Chamber
for more information and the opportunity to receive answers to any queries
and PWR also undertook a presentation at the meeting.

To further publicise the survey and increase participation an article was
published in the September issue of Council Talk, information was made
available on the Council intranet, posters were also put up at all staff locations
and a leaflet was distributed to all staff with the August payslips prior to the
survey being sent out.

The Staff Opinion Survey was distributed on 22 September 2003 to
employees’ home addresses with a return date of 15 October 2003. The
Qutline results were reported to the Panel Members and representatives from
all Departments in presentation form in November 2003.

A newsletter outlining the results was distributed via e-mail to all staff in
December 2003 and an individual copy was sent in February).

The detailed reports for each Department were received between December
2003 and February 2004 and a benchmark report to compare results from
other authorities was received in February 2004,

The Scrutiny Officer and PWR undertook individual Departmental
presentations between December 2003 and March 2004 (seven in total). The
Scrutiny Officer also met with all Departmental Human Resources (HR)
representatives at separate meetings (seven in total) between January 2004
and March 2004.

Staff Opinion Survey — Summary Timetable

The following is a summary timetable for the Staff Opinion Survey:

February 2003 - PWR Appointed

February 2003 — August 2003 - Questionnaire design

September 2003- October 2003 - Questionnaire distributed and
Returned

Movember 2003 - Qutline results presented

December 2003 — February 2004

Detailed Departmental

Reports received

December 2003 — March 2004 - Individual Departmental

presentations

Detailed Departmental

Reports received

January 2004 — March 2004 - Meetings with Departmental
H R representatives

February 2004 = Benchmark Report received

December 2003 — February 2004
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3.18

3.20
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3.22

3.23

Staff Opinion Survey — Results

Due to the success of the work and publicity regarding the Staff Opinion
Survey it achieved a very good response rate of 53.4% that was 10.6% higher
than the Local Authority benchmark average and 5% higher than the next
highest return rate by any one authority (within the benchmark authorities).
This was a significant achievement particularly as Harrogate Borough Council
had at least twice as many staff as the next largest authority.

The results indicated that overall the Council was a good employer and that it
preformed very well when compared with other similar Councils in the
benchmark sample. The newsletter outlining the results was also included in
the information considered as part of the CPA process.

Detailed analysis of the results has been ongoing since April 2004 when
meetings with Departmental representatives had been completed

Recruitment and Retention Review — Future Work and Way Forward

At the last meeting of the Panel on 25 October 2004 the Panel considered the
outstanding work required to complete the review. It was noted that individual
presentations from Departmental representatives to the Panel were required
as it had been agreed that these would take place after the completion of the
staff opinion survey in order that issues arising could also be considered.
These meetings will consider recruitment and retention problems associated
with the appropriate department and will consider the following information:

Staff numbers

Types of job

Vacancies for each type

Turnover rates for each type of job
Sickness levels

Recruitment and retention procedures including timescales for filling
vacancies

Department initiatives
Comparisons with other authorities
Salary scales

Advertising procedures

The Panel noted that since the analysis of the results from the staff opinion
survey had been possible (April 2004) it had not been possible to progress
this analysis as much as had been anticipated due to other Overview and
Scrutiny priorities. Due to the length of time that the review had taken to date
the Panel agreed that it would request the main Council Resources Overview
and Scrutiny Commission to make the recruitment and retention review a
priority. If this was agreed then the following outline timetable could be
considered:

» February 2005 — Review detailed results from Staff Opinion survey and
prepare questions for Departments
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= March 2005 - Receive evidence from Departments
»  April 2005 - Receive evidence from Departments

=  May 2005- Receive evidence from Departments

= June 2005 - Prepare draft report

s July 2005 — Agree Final Report

» August 2005 — Report to Resources Commission

3.24 The Panel also agreed that it would prepare an interim report to the meeting
of the Council Resources Overview and Scrutiny Commission to be held on
16 December 2004 to request the Commission to make the review a priority in
its work programme. It was also considered that as the review had taken been
progressing for a long period of time due to the requirements of the staff
opinion survey some interim Findings should be included in the report that
could be discussed with Departments when they discussed recruitment and
retention issues with the Panel. These initial Findings were:

»  The Panel was of the opinion that the personnel functions that have
been devolved to individual Departments should be centralised.
This would have benefits for the Council including reducing
duplication, ensuring standards were consistent and would enable a
more corporate approach to recruitment issues to be undertaken.

» The results from the staff opinion survey had been ranked in order
of employees’ concerns. The Panel agreed that it would ask
Departments how they would improve staff concerns in the areas of
most concern to employees. These included:

= Pay and reward issues

* Employees feeling that their workloads have
increased and that they have to put in extra time to
meet the demands

= Satisfaction with canteen/ rest facilities

» Coping with change

» Experience and skills being valued by elected
Members

»  Dealing with stress
= The Panel noted that the detailed analysis of the results from the

staff opinion survey would identify other significant issues that
would also be considered when meeting with Departments.
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4.0

4.1

4.2

» The Panel considered that the staff opinion survey was extremely
useful to the authority and that staff should be thanked for their
participation. It considered that after the Commission meeting a
staff notice should be circulated to all staff to inform them of the
progress that had been made and the timescale for the review
completion.

CONCLUSIONS

The report provides an update to the Commission of the work that has been
undertaken by the Recruitment and Retention panel and the work that is still
required. The Panel was concerned about the period of time taken to
undertake the review to date and wanted the Commission to understand the
reasons for this timescale and identify this work as a priority in its work
programme so that the review could be completed as soon as possible.

The Panel has also identified some initial Findings that it would like the
Commission to refer to Cabinet so that when individual Departments present
information to the Panel they will address these issues together with other
issues that will be subsequently raised by the detailed analysis of the results
from the staff opinion survey

Background Papers — None

OFFICER CONTACT: Please contact Mr M Codman, Scrutiny Officer if you require
any further information on the contents of this report. The officer can be contacted at
the Council Offices Crescent Gardens Harrogate HG1 2SG by telephone on 01423
556153 or by Email — mark.codman@harrogate.gov.uk

SUSTAINABILITY ASSESSMENT / POLICY CONSIDERATIONS

Implications are

Positive Neutral Negative

A Economy :
B Environment
C Social Equity
i) General
i) Customer Care / People

with Disabilities '
i) Health Implications
D Crime and Disorder

Implications

If all comments lie within the shaded areas, the proposal is sustainable.
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APPENDIX C

Council Resources Overview and Scrutiny Commission
Recruitment and Retention Panel
Staff Opinion Survey Process

To increase employee participation the Scrutiny Officer attended meetings with all seven
Departmental Management Teams to discuss the implementation of the survey. The Scrutiny Officer
also organised a staff meeting with Representatives from all departments in the Council Chamber for
more information and the opportunity to receive answers to any queries and PWR also undertock a
presentation at the meeting.

To further publicise the survey and increase participation an article was published in the September
issue of Council Talk, information was made available on the Council intranet, posters were also put
up at all staff locations and a leaflet was distributed to all staff with the August payslips prior to the
survey being sent out.

The Staff Opinion Survey was distributed on 22 September 2003 to employees’ home addresses with
a return date of 15 October 2003. The Outline results were reported to the Panel Members and
representatives from all Departments in presentation form in November 2003.

A newsletter outlining the results was distributed via e-mail to all staff in December 2003 and an
individual copy was sent in February).

The detailed reports for each Department were received between December 2003 and February
2004 and a benchmark report to compare results from other authorities was received in February
2004,

The Scrutiny Officer and PWR undertook individual Departmental presentations between December
2003 and March 2004 (seven in total). The Scrutiny Officer also met with all Departmental Human
Resources (HR) representatives at separate meetings (seven in total) between January 2004 and
March 2004.

The following is a summary timetable for the Staff Opinion Survey:

February 2003 - PWR Appointed

February 2003 — August 2003 - Questionnaire design

September 2003- October 2003 - Questionnaire distributed and returned
MNovember 2003 - Qutline results presented

December 2003 — February 2004 - Detailed Departmental reports received
December 2003 — March 2004 - Individual Departmental presentations
December 2003 — February 2004 - Detailed Departmental reports received

January 2004 — March 2004 - Meetings with Departmental H R representatives

February 2004 - Benchmark Report received
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APPENDIX D
Council Resources Overview and Scrutiny Commission
Recruitment and Retention Panel Meeting 9 February 2006

Additional Information

The following information is in support of agenda item 5 regarding recruitment and retention
corporate issues. It is a summary of the Staff opinion survey, in particular the overall corporate issues
arising from the survey.

The information is detailed according to the sections in the survey and identifies key results and
possible actions required to address them. The Panel can use this information when considering
corporate recruitment and retention issues facing the Council.

Staff Opinion Survey Information

In order to establish which issues were the most important a format was used in the survey designed
to show the strength of feeling associated with statements and issues covered.

Within the questionnaire statements were made which required the employee to agree strongly,
agree, disagree or disagree strongly. The following values were assigned to the responses and
inverted where disagree was the preferred answer

Strongly disagree value 1.0
Disagree value 2.0

Agree value 3.0

Agree strongly value 4.0

For each statement a total value based on the responses received was generated, in simple terms
the lower the average survey value the more important that the issue was perceived as a problem, or
issue that needed addressing

To identify the key issues within the survey the issues where responses were either below the
Council average, below local Authority Benchmark average, in the top 2 lowest responses for a
particular section or where the average survey value was below 2.5 have been identified.

7 (C/LA) Areas where responses were below Council and Local Authority (LA)
Performance

2. (C) Areas where responses were below Council Performance
3 (LA) Areas where responses were below LA Performance
4, (top2) Areas where the lowest average survey values were demonstrated
5 (Under 2.5) Areas where the average survey score was below 2.5
Key to the Words/numbers in colour in the information:

Words/ colours in red indicate average survey scores below the Local Authority
Benchmark Average

Words/ colours in green indicate average survey scores equal to the Local Authority
Benchmark Average



2

1.2

1.3

1.4

1.5

16

1.7

1.8

19

1.10

Words/ colours in blue indicate average survey scores above the Local Authority
Benchmark Average

1.0  Staff Opinion Survey

The Staff Opinion Survey was commissioned by the Panel in February 2003 and a
questionnaire was agreed with the Panel and staff groups. The survey was undertaken by a
firm of external consultants, Pay and Workforce Research (PWR).

To increase employee participation the Scrutiny Officer attended meetings with all seven
Departmental Management Teams to discuss the implementation of the survey. The Scrutiny
Officer also organised a staff meeting with Representatives from all departments in the Council
Chamber for more information and the opportunity to receive answers to any queries and
PWR also undertook a presentation at the meeting.

To further publicise the survey and increase participation an article was published in the
September issue of Council Talk, information was made available on the Council intranet,
posters were also put up at all staff locations and a leaflet was distributed to all staff with the
August payslips prior to the survey being sent out.

The Staff Opinion Survey was distributed on 22 September 2003 to employees’ home
addresses with a return date of 15 October 2003. The Qutline results were reported to the
Panel Members and representatives from all Departments in presentation form in November
2003.

A newsletter outlining the results was distributed via e-mail to all staff in December 2003 and
an individual copy was sent in February).

The detailed reports for each Department were received between December 2003 and
February 2004 and a benchmark report to compare results from other authorities was received
in February 2004.

The Scrutiny Officer and PWR undertook individual Departmental presentations between
December 2003 and March 2004 (seven in total). The Scrutiny Officer also met with all
Departmental Human Resources (HR) representatives at separate meetings (seven in total)
between January 2004 and March 2004,

Staff Opinion Survey — Results

Due to the success of the work and publicity regarding the Staff Opinion Survey it achieved a
very good response rate of 53.4% that was 10.6% higher than the Local Authority benchmark
average and 5% higher than the next highest return rate by any one authority (within the
benchmark authorities). This was a significant achievement particularly as Harrogate Borough
Council had at least twice as many staff as the next largest authority.

The results indicated that overall the Council was a good employer and that it preformed very
well when compared with other similar Councils in the benchmark sample. The newsletter
outlining the results was also included in the information considered as part of the CPA
process.

The survey covered all aspects of employee work life ie Retention issues and had an
extremely successful response rate 53.4% (highest in Local Authority (LA) Benchmark
averages)



DLAS 36.9%

DTS 62.5%
DHH 49.1%
HIC 43.0%
DoA 56.3%
CED 61.0%
DF 62.9%

2.0 Corporate Results

21  The Council could address the sections in the survey in the order of largest variance from the
LA Benchmark average as perceived by employees:

Pay and reward

Equalities

Job Satisfaction

Health and Safety

Being Part of the Council
Managing Change
Training and Development
Communication

=B - BT B - R

T&D [ BpofC| MC | H&S | Comm | JS Eq P&R | Average |

DLAS | 2.64 2.7T7 2.66 2.67 2.72 2.74 3.14 2.40 2.72

DTS 2.63 2.82 2.55 2.65 2.73 2.78 2.94 2.53 2.70

DHH | &7 2.94 2.58 2.76 2.73 2.78 3.03 2.55 2.76

HIC 2.72 2.85 2.65 2.93 2.87 2.87 3.03 2.61 2.82

DoA 2.60 2.90 2.65 2.69 2.76 2.85 2.99 2.67 2.76

CED | 2.76 3.06 2.73 2.82 3.00 3.1 3.12 2.69 2.91

DF 2.62 2.86 2.66 2.67 2,70 2.75 2.97 2,72 2.74

Council | 2.65 2.85 2.62 2.76 2.74 2.78 3.02 2.55 275

BM 257 213 2.55 2.70 2.63 2.78 3.02 2.57 2.70

22 Departments could identify areas of good practice in other Departments where they have not
achieved a good result ie the best result achieved by a Department for a particular question

1 Pay and Reward

2.3 The Council could address the pay and reward issues identified by employees in the priority
order of lowest perception by Department compared to the LA Benchmark. Priority should be
given to DLAS, DTS and DHH as the scores for these Departments were the only ones in the
Council that were below the LA Benchmark and resulted in the average score for the Council
being lower than the LA Benchmark.

DLAS
DTS
DHH
Council
HIC
DoA
CED

DF

@~ bWk =



2.4

251

26

2.F

28

2.9

2.10

2.11

212

In this section the Council could address the issues within the four questions relating to
Employees’ perceptions regarding feeling fairly paid (Under 2.5).eg research other local
employers, authorities etc and circulate the information to staff.

As all questions within the section achieved a lower average survey value than the benchmark
average for similar authorities the Council could address the issues raised in the order of
lowest perception

2 Equalities

The Council could address the equalities issues identified by employees in the priority order of
lowest perception by Department compared to the LA Benchmark. Priority should be given to
DTS, DF and DoA as the scores for these Departments were the only ones in the Council that
were below the LA Benchmark and resulted in the average score for the Council being the
same as the LA Benchmark

DTS

DF

DoA
Council
DHH
HIC
CED
DLAS

Do~ b =

The Council could ensure that the principles of equal opportunity and valuing diversity are
promoted within teams and to individuals to enhance commitment. (LA)

The Council could review the Council policy on Equal Opportunities and provide appropriate
training particularly about putting the principles into practice (Top 2)

The Council could improve employees’ knowledge concerning policies on equal opportunities,
harassment/bullying and grievance and disciplinary procedures. In particular the Council could
improve employees’ knowledge concerning the whistle blowing procedure (Only 34% of
employees indicated that they knew a little/a lot about whistle blowing policy).

The Council could ensure that adequate support and advice is available to employees
regarding discrimination and that this is promoted adequately. (28% of employees did not feel
that support and advice regarding discrimination was readily available to them)

The Council could address the issues of discrimination indicated in the survey with the
intention of introducing/reinforcing methods to reduce them particularly regarding employees
feeling discriminated against because of their level or their role in the organisation. This should
also address employees’ perceptions about the sources of discrimination (that senior
managers and line managers/supervisors were the main sources of discrimination) and the
forms of discrimination (15% of employees indicated that the main form of discrimination was
being left out of communication).

The council could also encourage employees who have felt discriminated against to report it
(24 % of staff who have felt discriminated against have not reported it). The reasons for this
lack of reporting could be investigated and changes to procedures introduced to overcome
them particularly regarding employees feeling that nothing would happen or being concerned
about being labelled a troublemaker.



213

2.14

215

216

217

2.18

3 Job Satisfaction

The Council could address the job satisfaction issues identified by employees in the priority
order of lowest perception by Department compared to the LA Benchmark. Priority should be
given to DLAS and DF as the scores for these Departments were the only ones in the Council
that were below the LA Benchmark.

DLAS
DF

DTS
DHH
Council
HIC
DoA
CED

00~ N tn B () hd =2

The Council could work to improve its’ image to local residents and provide training for staff
regarding the role of the Council and the public (LA/Under 2.5)

The Council could address employee satisfaction with the following issues:
s Current role and level of responsibility (LA)
= Motivation at work (LA)
s Opportunity to use abilities (LA)

The Council could establish effective training and development opportunities between
employees and elected members (Top 2/Under 2.5)

a) Line managers/Supervisors

The Council could address the line manager/supervisor issues identified by employees in the
priority order of lowest perception by Department compared to the LA Benchmark. Priority
should be given to DLAS, DF and DHH as the scores for these Departments were the only
ones in the Council that were below the LA Benchmark and resulted in the average score for
the Council being lower than the LA Benchmark

DLAS
DF
DHH
Council
DTS
DoA
HIC
CED

=~ b W=

The Council could ensure that line managers/supervisors have the necessary training/skills
with particular reference to the following (all issues scored lower than LA Benchmark average:

= Dealing with poor performance effectively
= Motivation of employees to give their best

s Managing people



= Treating people equally including valuing and respecting employees
= Communication of reasons behind major decisions
= The Provision of help and support to enable employees to achieve their objectives
= Being receptive to suggestions from employees
b)  Staff Appraisals

2.19 The Council could improve on the number of employees who had been given a staff appraisal
in the last 12 months (26% of staff had not had one and of these 19% indicated that they
would have liked one)

2.20 The Council could review the effectiveness of the staff appraisal system (of the 76% of staff
who had been given an appraisal 24% did not find it useful)

4 Health and Safety

2.21 The Council could address the health and safety issues identified by employees in the priority
order of lowest perception by Department compared to the LA Benchmark. Priority should be
given to DLAS, DF and DHH as the scores for these Departments were the only ones in the
Council that were below the LA Benchmark.

DTS

DF
DLAS
DoA
Council
DHH
CED
HIC

o~ haWKN =

a) Personal Safety

2.22 The Council could address the incidents of employees’ experiencing violent/aggressive or
verbally abusive incidents at work (LA) with particular reference to the following:

= 33 % of staff had personally experienced a violent/aggressive or abusive incident at work in
the last 12 months.

m 22 % of staff did not report the incident (22% of staff in total not of the 33%) because
generally it was considered part of the job or that nothing wouid happen

s Of the 225 responses 16% reported one incident, 54% 2-5 incidents and 30% over &
incidents (therefore the total number of incidents is significantly more than 225)

= The Incidents were generally verbal (face to face) or verbal (over the telephone)
s The assailants/offenders were generally customers/members of the public
b)  Working Environment

2.23 The Council could address employee concemns regarding the following:

= Rest Area/Canteen/mess facilities (LA under 2.5)
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s Temperature (LA under 2.5)
= Ventilation (LA under 2.5)

= Refreshment Facilities (LA)
c) Stress

The Council could address employees’ perceptions that stress is affecting their job
performance (LA) with particular reference to the following:

= 45% of staff felt unduly pressured, 34% due to work and 9% due to work and home

= This was generally due to work demands and to a lesser extent lack of support from their
manager, conflicting instructions, insufficient feedback and conflict with managers.

The Council could address employees’ perceptions that they often worry about work outside
working hours (Under 2.5)

The Council could address employees’ perceptions that their workload has increased over the
last 12 months and that they have had to put in a lot of extra time to meet the demands of this
workload (Under 2.5) with particular reference to the following:

» 37% of employees perceived a lot and 29% a little that their workload had increased over
the last 12 months

= 29% of employees perceived that regularly and 43% occasionally that they had to put in a
lot of extra time in the last 12 months to meet workload demands

The Council could review counselling as an aid to addressing stress, etc including promotion
to employees (Under 2.5). (39% of employees did not know that counselling was available
through the Council)

d) Harassment and Bullying

The Council could address current procedures/training regarding harassment and bullying with
particular regard to the following:

= 7% of employees indicated that they were currently being harassed or bullied at work, 5%

do not report it generally because nothing would happen, concerns about being labelled a
troublemaker and -::unﬁdentialit_y

= Employees indicated that harassment and bullying was generally by colleagues or their line
manager and took the form of verbal abuse, excessive criticism and victimisation.

5 Being Part of The Council

The Council could address the issues regarding being part of the Council that were identified
by employees in the priority order of lowest perception by Department compared to the LA
Benchmark. Priority should be given to DLAS, as the score for this Department was the only
one in the Council that was below the LA Benchmark.
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The Council could promote the work of the Council and its mission and values to employees
(LA)

The Council could help staff understand the role of elected Members (top 2)

The Council could consider the rank order of why employees decided to work for the Council
when advertising vacancies. These were the top 3 as indicated by employees:

1. Secure job
2. Working for local employer
3 Providing useful public service

6 Managing Change

The Council could address the issues regarding being part of the Council that were identified
by employees in the priority order of lowest perception by Department compared to the LA
Benchmark. :
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The Council could ensure that the need for change is effectively communicated to employees
(LA/Top 2/under 2.5)

The Council could ensure that more is done to help employees prepare for and cope with
change than is done at present (Top 2/under 2.5)

The Council could effectively communicate the positive need for change and feedback to staff
the positive improvements that change has made (Top 2/under 2.5)

The Council could review and improve the management of change within the Council generally
(under 2.5)

7 Training and Development
The Council could address the issues regarding being part of the Council that were identified

by employees in the priority order of lowest perception by Department compared to the LA
Benchmark.
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The Council could ensure that all employees have a personal training and development plan
(TOP 2/LAJunder 2.5)

The Council could ensure that there is consistent application of the guidelines for approving
qualification training and should improve employee awareness (TOP 2/under 2.5)

The Council could ensure that line managers agree possible achievements with employees
before training and what has been achieved after training (under 2.5)

The Council could investigate the response that 3% of employees indicated that the training
and development opportunities they were given did not take full account of their disability or
special needs.

8 Communication

The Council could address the issues regarding being part of the Council that were identified
by employees in the priority order of lowest perception by Department compared to the LA
Benchmark
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The Council could ensure that employees get adequate recognition for ideas and suggestions
to improve efficiency and effectiveness and that feedback is given back to those employees
who put them forward (Top 2/under 2.5)

When considering communication with employees the Council could use the 5 existing
methods that employees have indicated are effective these are:

E-mail

Word of mouth
The Intranet
Letters/memos
Team meetings

When considering communication with employees the Council should consider the 5 existing
methods that employees have indicated are ineffective these are:

» Briefings by Chief Officers/Chief Executive
= The departmental magazine
= Faxes
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= External publications
=  Unions

When considering improving communication with employees the Council could use the 5
methods that employees have indicated would be effective these are:

Team Briefings

More staff feedback

More staff facilities

More use of the Intranet

More meetings with line managers/supervisors.

When considering improving communication with employees the Council could consider the 5
methods that employees have indicated would be ineffective these are:

‘Ask the Chief Executive’ sessions

More frequent staff appraisals

More informal management style in their section

Setting up of departmental internal communications groups
More social events

The Council could ensure that the information sent to employees is relevant (LA)



