Agenda Item 12 

TO:
Policy and Finance Committee
FROM:
Head of Organisational Management 

DATE:
24 January 2008
HUMAN RESOURCES DATA – APRIL TO DECEMBER 2007
1.
Purpose

1.1
To inform the Policy and Finance Committee of relevant Human Resource (HR) statistics and trends from April to December 2007.

2.
Risk Assessment

2.1
No risks are associated with this report.

3.
Background

3.1 HR Best Value Performance Indicator (BVPI) updates are included but not discussed within this report, as it has been agreed that the Scrutiny and Performance Committee will remain the primary outlet for historical HR BVPI data.  As such this paper gives the local data used within the Service.
3.2 Appendix 1 illustrates Service-wide data from April to December 2007 inclusive and brief trend analysis comparing 2007/08 with 2006/07; the following paragraphs explain the various peaks and troughs.
3.3 Appendix 2 illustrates the Sickness Profile based on the average number of working shifts lost through sickness forecasted on actual absence to December 2007 and predicted absence until the end of March 2008.  The latter is based on the current trend.

3.4 Appendix 3 has been included to provide a more detailed breakdown of the sickness data and shows 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 and Establishment – 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.  
· In general, wholetime (WT) strength has remained static since April 2007 with an approximate 3% increase over the period despite a number of retirements occurring during 2007.  Succession planning has enabled the Service to maintain staffing levels as a direct result of the decision taken by the Authority to “over recruit” in the short term so that staffing shortages would not occur.

· There has been a steady reduction in the number of people and the availability provided by Retained Duty System (RDS) personnel since April 2007.
· The Committee should note however, that we have continued to actively challenge RDS personnel throughout this reporting period on their availability which has seen a number exit from the organisation.  As previously notified, we expect this to continue during 2007/08 and are looking at a number of recruitment initiatives to take place during 2008 which will offset this reduction.
· The Committee should also note that the Service is undertaking a review of the effectiveness of the National Point of Entry Selection Test (NPOEST) in Cambridgeshire for RDS personnel.  There is an indication that applicants are finding it difficult to get through the recruitment process both locally and nationally.  A separate paper will be submitted to the Policy and Finance Committee when the outcomes of this review are known.

4.3 Total Strength Figures - fluctuate slightly between April to December 2007.  There are no issues to highlight to the Committee as the figures are virtually the same in staffing terms.  This is a 0.6% increase based on the same period last year, despite having a series of retirements and conducting the action outlined at paragraph 4.2.3 above. 
4.4 Fire Control Strength – this 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.  

· Although staffing levels have remained constant there have been a number of staff off long term sick (over 28 days) from May to October 2007 and this has affected the crewing levels within Fire Control.

· We are also now seeing people wishing to transfer out of Fire Control; two requests for secondments into either Fire Safety / Health and Safety have been made to date.

4.5 External Secondments – this has reduced to four as forecasted to the Committee during previous meetings.  As the year progresses some of the agreements are reaching review and will be assessed by the Resource Management Unit (RMU) in line with business need i.e. to assess if the Service 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 are monitored and scrutinised by the RMU and District / Group Managers.  The number has reduced from seven at the start of April 2007 to four at the end of December 2007.  The Service has been challenging those individuals who have not maintained contact as per the policy and a number of contractual frustrations have occurred as a result.
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 it will reduce throughout the remainder of the fiscal year.

4.8 Discipline – there have been few formal discipline cases that the Service has had to deal with from April to December 2007 but the Committee is asked to note that we have seen a marked increase in the number that are appropriately dealt with by informal action.  

· This is in comparison to the last reporting year where 14 cases were heard, as opposed to the two that reached a formal hearing.  This is due to the rewrite of the discipline policies and the Service investment into ACAS training for all its managers.
4.9 Grievances – a total of 16 have been raised from April to December 2007. Ten of those have occurred in the previous two months with seven registered in December due to application of the Crewing and Leave Order.  These are ongoing and members will be kept up to date with progress as appropriate.  Excluding the LSI grievances submitted in 2006/07 this is a reduction of three over the same reporting period.
5.
SICKNESS ABSENCE
5.1 We are required to provide statistics in two main areas which include Wholetime (WT) and ALL (Service Total) for the BVPIs.  The Committee should initially note three areas which relate to the WT, ALL and (REST) Non Wholetime employees.  The Committee should refer to Appendix 2 and Appendix 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 is used when comparing Fire and Rescue Services.  

5.3 Appendix 2 illustrates how the forecasted figure is increasing in each area.   The most noticeable increase has been from September to December 2007.  If the trend continues it can be seen that by the end of March 2008 WT will be 12.11 days per person, REST will be 8.22 days per person leaving the Service with an overall figure of 9.7 days per person against a target of 7 days.
· The Committee is asked to note that a number of support staff               have been dealing with serious illness and although the increase is there, the Service is able to pinpoint the individuals to which this genuine increase is attributable.  
· The Committee is also asked to note that historically the RDS have been poor at reporting sickness absence.  As the Service has been challenging availability more and more RDS personnel are declaring that they are absent from work due to sickness.

5.4 Actual WT working shifts lost has fluctuated with a marked increase from September 2007.  

5.5 In comparison to the same period in 2006 an increased loss of 54 actual shifts (2%) is seen compared to an increase loss of 710 actual shifts (25%) for REST.  As explained previously this is due to the increased number of RDS personnel reporting sick; a number of support staff who have had serious illness and the spike seen in sickness absence within Fire Control.
5.6 WT sickness continues to be over our target.  Musculoskeletal injuries remain the highest cause of absence although mental health issues are beginning to impact.
5.7 The Service Total Forecast given in Appendix 2 shows our overall sickness rate predicted at 9.7 against a target of 7.00 working shifts lost per person by the end of this financial year.  This takes into account the actual and predicted working shifts lost and is calculated on the FTE Strength.  
5.8 The Committee is asked to note that the forecast for REST is expected to reduce (as it has continued to do since July 2007) and should impact upon our 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 finalising both the policy and the implementation schedule so this can be completed during 2008.  This is being done in consultation with the Fire Brigades Union, Retained Firefighters Union and UNISON.
6.2
The Service has invested heavily in management development to give managers the soft skills to be able to tackle difficult issues.  This should impact on the statistics as junior managers gain more confidence when faced with managerial issues.
6.3
Middle managers are now also held to account over their own management of sickness abstractions within their areas of responsibility.  This is being championed by the Director of Community Safety and his Area Manager.
6.4
Sickness absence is also highlighted with the 2008 Continuous Professional Development scheme (CPD) and staff are challenged about their commitment to attend.
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