Agenda Item 

TO:
Policy and Finance Committee

FROM:
Head of Organisational Management 

DATE:
27 September  2007

HUMAN RESOURCES DATA – APRIL TO AUGUST 2007

1.
Purpose

1.1
To inform the Policy and Finance Committee of relevant statistics and trends concerning employees in Cambridgeshire Fire & Rescue Service (the Service), for the 2007/08 financial year to the end of August 2007.

2.
Risk Assessment

2.1
No risks are associated with this report.

3.
Background

3.1
The Service has committed to providing regular Human Resource (HR) statistics to Cambridgeshire & Peterborough Fire Authority (the Authority) at each Policy and Finance Committee.  
3.2 The management information provided here relates to the Service as a whole and it is anticipated this will be an evolving process in terms of sophistication.  However, the data will be kept simple to prevent over complicating the information.

3.3 HR Best Value Performance Indicator (BVPI) updates are not included for the first quarter as yet but the indicators used have been included for completeness. The performance update provided to the Scrutiny and Performance Committee will remain the primary outlet for historical HR BVPI data from the Service.

3.4 Appendix 1 illustrates Service-wide data from April 2007 to August 2007 inclusive, and brief trend analysis is given in the following sections to explain peaks and troughs.

3.5 Appendix 2 illustrates the Sickness Profile based on the average number of shifts lost through sickness, forecasted on actual absence and predicted absence until the end of March 2008, based on the current trend.

3.6 Appendix 3 has been included to provide a more detailed breakdown of the data showing the actual number of shifts lost per person due to sickness.

4 GENERAL STATISTICS

4.1 Please read the following notes in conjunction with Appendix 1

4.2 Strength & Establishment – is recorded as Full Time Equivalents (FTE), reflecting not the number of people, but the comparative hours available for work.  This allows the Service to take into account flexible working and changes of availability.  

4.2.1 There has been a gradual decrease in the Wholetime (WT) Strength in since June.  This was expected as individuals have chosen to retire.  These were anticipated retirements and have been offset due to the decision taken by the Authority to over recruit.

4.2.2 There has been a steady reduction in the availability provided by Retained Duty System (RDS) personnel and as with the Whole Time personnel a number of retirements have occurred.

4.2.3 The Committee should note however, that we have continued to actively challenge RDS personnel through this reporting period on their availability which has seen a number exit from the organisation.  As previously notified, we expect this to continue during 2007.  

4.3 Total Strength Figures - fluctuate in the period from April to August 2007 as emphasis is put on challenging availability provided (as stated above in paragraph 4.2.3)  and the voluntary alterations of working hours.  

4.4 Fire Control Strength – continues to remain steady in comparison to some Services within the region and nationally, who have seen a marked increase in staff leaving their organisations as a result of Regional Fire Control.  This situation is not replicated in Cambridgeshire and the trend analysis will remain a standing item on this update to keep members appraised.

4.5 Secondments – Remain at 5 as forecasted to members during previous meetings.  As the year progresses some of the agreements are reaching review and will be assessed by the Resource Management Unit in line with business need i.e. if we can afford to continue with the abstraction from an operational perspective.

4.6 Career Breaks – although supported by the Service when crewing needs allow, these absences now will be monitored and scrutinised by the Resource Management Unit and District / Group Managers.  The Service has been able to absorb these abstractions and a number will return over the next quarter in line with their agreements.  One person has recently returned and others are planned to resume or leave the Service during the remainder of this financial year

4.7 Agency Temps – There has been an increase in the need for temporary short term staff to cover a number of abstractions within support staff areas (predominantly related to long term sickness absence).  This is a temporary trend and it is anticipated this will reduce throughout the remainder of the year.

4.8 Discipline & Grievances –2 grievances have been raised during August relating to junior management actions, both have been dealt with by managers.  Disciplinary action has been taken in one instance for Gross Misconduct and a Final Written warning has been issued.  There has been no appeal of the decision and this will therefore not come before members as an Appeals Hearing.

4.9 The Service has now been able to deal with about 60 of the 140 grievances relating to the ongoing Long Service Increment (LSI) debate.  Support has been received from the Fire Brigades Union and they have actively supported the withdrawal of grievances by the individuals concerned.   Further contact will be made with the remaining individuals and will therefore be in a better position to update members of the final figures at the next meeting.

5 SICKNESS ABSENCE
5.1 We are required to provide statistics in 2 main areas, which include Wholetime (WT) and all (Service Total) for the BVPI’s.  However elected members are asked to initially look at 3 areas which relate to WT, ALL and Non Wholetime (REST) employee.  Members may cross refer to Appendix 2 and 3 to see the number of actual working shifts lost, the forecasted number of working shifts lost per person and the total number of working shifts lost within the Service.

5.2 The National Framework has established a target of 7.00 working shifts lost per person for WT employees as a threshold for sickness absence and although accepted as challenging it is this figure that will be used when comparing Fire and Rescue Services.  

5.3 Appendix 2 illustrates how the forecasted figure is decreasing slightly for WT sickness absence and the figure for the rest of the workforce is increasing.  

5.3.1 Members are asked to note that a number of individuals in the Support Staff have been dealing with some serious illness and although the increase is there the Service is able pinpoint the individuals to which this genuine increase is attributable.  It is envisaged that this will reduce prior to the end of the financial year.

5.4 Actual WT working shifts lost has fluctuated.  This can be explained to some minor extent due to usual trends associated with holiday periods and the Service tackling some difficult issues such as Rank to Role.  These have had varying degrees of impact on our staff and have been a cause for stress and concern.  As issues have been resolved people have come back into work.  It should be stressed that trends on this period of sickness generally vary year on year and analysis is ongoing.

5.5 WT sickness continues to be over our target.  Musculoskeletal injuries remain the highest cause of absence although mental health issues are beginning to impact.  It is expected that sickness will decrease later in this financial year as implementation of the well being strategy begins to take place.

5.6 The Service Total Forecast given in Appendix 2 shows our overall sickness rate predicted at 9 against a target of 7 working shifts lost per person by the end of this financial year, taking into account the actual and predicted working shifts lost and is calculated on the FTE Strength.  

5.7 Members are asked to note that the forecast for the remainder of the Service (REST) is expected to reduce and should impact upon or total performance by the end of this financial year.  

6 ATTENDANCE MANAGEMENT
6.1 The Service has established new Attendance Management procedures and is currently in the process of profiling training for managers which will require more proactive management and Service intervention, in order to reduce these statistics.  

6.2 The Service will be working jointly with the trade unions in illustrating the WT sickness figure in very simple and crude forms. For example the number of days sickness per person will be costed on average costs then illustrated in terms of the number of houses paying council tax in order to meet the cost of sickness absence.  It is a crude method but one which the Service will be using throughout 2007/08.

6.3 The Service has looked at sickness and attendance management policies within the region, and at other public and private sector organisations.  The new Attendance Management Procedures, introduced after consultation with the Fire Brigades Union, Retained Firefighters Union and UNISON, have been well received and will provide some real benefit for managers, staff and the Service.
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