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INTRODUCTION

This strategy outlines the vision, values and overall direction for people
management in Oldham Metropolitan Borough Council. It identifies the policies,
practices and standards to be adopted and implemented by the entire organisation.
It describes an approach that must be owned and implemented consistently by all
councillors, managers and staff within the council and by partners and stakeholders
external to the council where appropriate.

Effective people management is more than simply the implementation of policies and
procedures — it is an explicit recognition of the benefits of having a committed,
capable, skilled, diverse workforce that is focused on achieving the council’s
objectives and delivering high quality services to the local community.

The People Strategy has been developed to drive improvement in people
management across the council in order to support and promote continuous
improvement in services for the people of Oldham.

People make the difference to how well the council serves its community. Our staff
are the ones who will bring about improvement across the council. They will need to
cope with the pace and scope of change. This strategy aims to develop and unlock
the talents of our workforce, ensuring improvement is built on good communications,
involvement and engagement of staff in deciding how we can achieve necessary
change. The strategy will also ensure that we embed good practice, learning and
performance management within the culture of the organisation.

To achieve these aims we need to enable and encourage innovation and flexibility.
We need to involve and empower all staff to resolve problems, improve systems and
secure better services for the people of Oldham.

Current context

This is the first update to the Council’s People Strategy which was originally
produced in May 2004. The council continues to be in a period of rapid change and
development. This document will give an update on progress of the action plan
produced in 2004. It will also revisit objectives and targets that may need adjustment
due to the development of priorities and improvement in management information
over the past 12 months. The overall strategy continues to identify direction and
priorities rolling forward for the next three years. The strategy and action plan will
continue to be reviewed and updated annually to reflect ongoing organisational
development.

The strategy does not include or duplicate other plans and strategies across the
council that support people management, for example, the Organisational
Development Plan or Communications Strategy. Instead it will clearly identify the
connections and interrelations of such plans. Figure 1 identifies how the People
Strategy fits within the Council’s overall planning framework.



The strategy includes outcome focused targets to assess success. It also includes
an action plan with process and output targets, through which the outcomes will be
achieved. Quarterly monitoring will be undertaken by senior management team and
councillors as part of the established performance monitoring regime.



Figure 1

THE PEOPLE STRATEGY WITHIN THE OVERALL COUNCIL
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MISSION AND VALUES

The council’s mission, identified in the Corporate Plan 2005-2008 is:

To improve everyone’s lives, by providing quality local services and effective
community leadership in a regenerated Borough.

With the overall aim of:
Regenerating the Borough in a way that achieves greater community cohesion
This is to be achieved and informed through core values of:

Empowerment — we will bring decision making closer to the people by developing
structures that involve residents in decision making

Fairness — we are committed to fairness and equality of opportunity for all people
regardless of age, culture, disability, economic status, gender, race, religion or
sexuality.

Openness — we will ensure that the decisions we make are clear, open and honest
and, that we listen to people and ensure that they understand their rights to question
our decisions

Respect — we will treat people with dignity and courtesy in providing services that
reflect and celebrate local diversity and provide choice

Sustainability — we will work to give people a better quality of life now, without
leaving problems for future generations here or elsewhere

Valuing our workforce — our workforce is our most valuable resource. We are
committed to ensuring that it becomes representative of the community and that all
individuals are encouraged and developed to their full potential to carry our their
individual roles.

These values underpin everything contained within the People Strategy and must
inform the way all staff and councillors behave towards each other and towards the
people of Oldham.

The council’s corporate plan identifies six corporate themes:

Community cohesion

A prosperous borough

Realising the potential of children, young people and families
An improved environment

Healthy and well cared for people

An improving Council striving for excellence



Indicator Baseline Target Actual Target Target Comparison 2005 Source
2004 2005 2005 2006 2007

Top 5% earners from 4.9% 5.35% 4.9% 5.35% 5.8% 4.25%* Corporate
black & ethnic minority Plan
communities
BVPI 12
Number of working 14.71 13.89 12.12 11.62 11.37 10.47* Corporate
days lost due to Plan
sickness absence
BVPI 14
% of employees retiring 0.83% 0.7% 1.0% 0.7 % 0.5% 0.33%* Corporate
early as % of pension Plan
scheme
BVPI15
% of employees 0.60% 0.53% 0.5% 0.5% 0.4% 0.36%* Corporate
retiring on ill health as Plan
% of pension scheme
BVPI 16
% of employees who 2.2% 2.39% 2.19% 2.39% 2.6% 2.57%* Corporate
meet DDA definition as Plan
% of total workforce
BVPI 17
% of employees from 5.7% 6.8% 6.85% 7.9% 8.2% 6.4 %* Corporate
EMC as % of total Plan
workforce
External inspection Positive Achieved
finds people results from Improvement
management to be CPA Oct Plan
improving significantly 2004

* These top quartile figures are for 2003/04 for Metropolitan authorities
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KEY INFLUENCES

The People Strategy must be flexible in order to respond to the needs of the council
and the local community and ensure continuous improvement. It also needs to
respond to internal and external drivers that alter over time. The most significant
influences that can be identified for the next 3-5 years are:

The Community Plan and the Corporate Plan define the council’s ambitions
and priorities in relation to improving the quality of life for the people of
Oldham. The Social Services Improvement Plan adds to these by
identifying specific improvements the Council must make to its social care
services. The People Strategy aims to ensure that councillors and staff have
the skills and capacity to fulfil those ambitions and improvements.

All councils must improve their services to ensure that they centre on the
needs and wishes of the customer. This may well lead to the restructuring
and refocusing of some services. Employees must be supported and
developed to respond to these changing demands.

Implementing electronic government — the council is required to offer 100%
of appropriate services electronically by the year 2005. This will impact on
the way we deliver services and the numbers and skills of people we employ.

Community Leadership — the council is required to provide a community
leadership role and engage the trust and active support of key local partners
and agencies. It therefore has a role as one of the largest employers in the
area to provide, promote and share good employment practices, which the
local community has a right to expect and demand.

Commissioning and procurement of services and partnership-working
arrangements have major implications for the council’s role as an employer
and the terms and conditions of employees involved in partnership
arrangements.

Following the upper tier CPA process in 2003 the Audit Commission
published a Learning From CPA Local Government Briefing, which focused
on Managing People. It identified that: “Successful councils are committed to
a strategic approach to people management, focusing on outcomes not
processes. Human resources policies, procedures and terms and conditions
support flexibility, innovation and performance improvement and are fully
integrated with the wider strategic vision of the council... A well developed and
prioritised HR strategy which sets out the council’s needs and how it intends to
meet them is essential, and there are clear and explicit links between a
council’s HR strategy and its corporate objectives.”

In 2003 the ODPM and the Employers’ Organisation developed the National
Pay and Workforce Strategy that was updated in 2005. This provides a
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framework and support to help councils with the organisational transformation
and workforce reforms required to deliver improved services, greater
efficiencies and better customer focus in front-line services. The key priorities
which make up the 2005 strategy are: Developing the organisation;
developing leadership capacity; developing workforce skills and capabilities;
resourcing, recruitment and retention; and pay and rewards. The strategy
particularly calls on authorities to focus on organisational development and
workforce planning to enhance people management. Oldham Coucil’'s People
Strategy supports this national approach and responds to national pay and
reward agreements, including the full implementation of the Single Status
Agreement.

The council’s people management policies and practices must be line with
national and European legislation including the areas of : diversity and
equalities, health and safety, working time requirements, flexible employment
practices.

The People Strategy needs to ensure that the council can respond to the

implications of developments and changes in the national agenda in
areas such as children’s services, education, housing and regeneration.
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HOW WAS THE PEOPLE STRATEGY DEVELOPED?

The content, objectives and principles of the People Strategy has been developed
through discussion and consultation with a variety of people both inside and outside
of the council. This has been necessary in order to promote and gain ownership of,
and engagement with, the strategy at all levels within the organisation.

Within the Council the following methods have been used:

the Head of HR working closely with colleagues in the People and
Quality Division and wider Chief Executive’s Department

involvement of HR and OD staff in departments
consultation with managers via the senior management team, the
management forum and focus groups to gain ownership and

engagement with principles and objectives

consultation with members — via Finance and Resources Overview
and Scrutiny Committee

input from trade unions

using the results of the staff survey and focus groups and
incorporating the actions identified as priorities for improvement

External views and opinions have also been used to develop the People Strategy.
These have included:

meetings with key partners in the borough

identification and learning from best practice across other local
authorities and public sector organisations

incorporating best practice from research undertaken by agencies

such as the Audit Commission, Improvement and Development
Agency and Employers’ Organisation
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EMPOWERING LEADERSHIP

Our immediate focus of attention is in three key areas:
e Community leadership
e Strong political leadership
e Building managerial and organisational capacity

Oldham Council Improvement Plan July 2003

Clear and visible leadership is critical in engaging staff in a shared vision of the
council and promoting a culture of empowerment. Good leaders lead by example,
and are seen as being in touch and accessible, constantly reinforcing the message
that their staff matter to them. This applies not only to chief executives and leaders
but to all managers within the organisation.
We must acknowledge that good people management is a two-way relationship and,
therefore, we need to actively foster a culture of involvement and questioning,
promoting open and upward feedback.
What do we need to do?

e Improve the skills and confidence of political and managerial leadership

e Develop the capacity of top teams

e Model the values of the organisation in all our activities

e Plan the development of future leaders

e Spread leadership values throughout the organisation

e Improve internal communication systems

¢ Involve and engage staff in change and improvement

e Share and spread best practice throughout the public sector and with other
leading employers in the area

e Improve the visibility and engagement of senior management and councillors
with other staff across the organisation
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MANAGING PERFORMANCE IMPROVEMENT

It is easy to create systems to manage performance but much harder to make
people want to use them to bring about change. Issues about people are
much more important for managing and improving performance than
structures or systems.

Audit Commission, Performance Breakthroughs 2002

Good management of performance is key to delivering continuous improvement and
developing staff. The council must have performance systems that are appropriate
to local circumstances, properly embedded, consistently applied and create a
performance management culture that is actively promoted by managers. Corporate
performance management systems should cascade corporate objectives into service
plans and individual targets. Staff need to be clear about their role in meeting
corporate objectives. Success and achievement should be celebrated with high
performance being acknowledged from senior management through to front-line
staff.

Effective performance management is also key to the council achieving a ‘one
organisation’ approach — achieving consistency in standards of people management
but ensuring flexibility in the provision of specific services.

What do we need to do?

e Achieve the Investors In People standard across the organisation

e Ensure that all service improvement planning includes a focus on people
issues and contains targets for improving workforce diversity, people
management and development

e Ensure our Appraisal and Development system is consistently applied and
makes clear to staff how they contribute to the council’s priorities for
improving services

e Develop recognition and reward schemes to acknowledge and celebrate high
achievement

e Promote a culture of attendance and high performance

e Establish appropriate systems, local indicators and outcome-focused targets
to measure the impact of improved people management across the council
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CAPACITY BUILDING

Successful councils regard a skilled workforce as their single most important
asset and invest in staff to increase capacity to deliver improvement

Audit Commission, Managing People 2003

Capacity building is not just about developing skills and competences — it is also
about empowerment. Improving levels of competence and capability must be
supported by delegated decision-making and devolution of responsibilities to service
departments, allowing staff the freedom to make decisions and directly influence
their own working systems. As a result staff and managers will feel that they are
trusted and valued and are making a difference to the running of the organisation.
Where skills gaps exist the council needs to be aware of them and equip staff to face
new demands, working with others through partnerships and joint-working to

increase capacity. The council needs to become a learning organisation, using its
own experiences and those of others to inform improvement and development.

What do we need to do?
e Improve customer focus
¢ Reduce bureaucracy and delegate decision-making
e Promote a culture of innovation, creativity and risk-taking
e Constantly learn from ourselves and from others and share best practice
e Raise skills in key areas

e Focus on increasing the skills and confidence of front-line staff

e Develop effective partnership working and address the potential implications
for the workforce and people management arrangements

e Improve the use of ICT to increase efficiency in people management
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WORKFORCE DIVERSITY

Community Cohesion is achieved when different communities live and work
confidently with each other, recognising each other’s differences but sharing

a sense of belonging and common purpose
Oldham’s Community Strategy 2002-2022

Building a cohesive community is the ultimate aim of all our work and everything we
do as a council must contribute to this. The People Strategy can contribute in many
ways, most significantly by ensuring that the workforce is representative of the local
community.

Councils that are committed to a diverse workforce recognise the importance of
building an inclusive organisation whose products and services are as diverse as the
people who use them. By valuing differences in the experience, culture and
background of its staff the council can encourage new ideas and perspectives and
deliver better services. It can also provide an environment where people from
different backgrounds and circumstances can work together, develop positive
relationships and learn and develop mutual understanding and appreciation. As
such the council’s councillors and staff can be ambassadors for community cohesion
in their own communities.

What do we need to do?

e Share and communicate a clear vision of diversity within the council

e Support and develop councillors, managers and staff to ensure that equality
and diversity is mainstreamed into the day to day business of the council

e Address pay inequalities
e Monitor and report on workforce diversity to identify areas for improvement

e Improve recruitment policies and practices to reduce barriers to employment
and improve workforce diversity

e Support and celebrate the diversity of our existing workforce
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RECRUITMENT AND RETENTION

The biggest single reason that people identify for joining the pubic sector is
the opportunity to ‘make a difference’ for service users and local communities.
People want to ‘make a difference’ in a job that satisfies them, and with a

reward package that meets their needs.
Audit Commission, Recruitment and Retention 2002

The council needs to be seen as a good and exciting place to work in order to attract
a much more diverse workforce and promote a positive image for itself in the
community. Promotion and recruitment activity needs to focus on the positive
aspects of working for the council in a way that is attractive to people from diverse
social and cultural backgrounds. Reward packages need to include non-financial as
well as financial benefits that support flexibility and work-life balance.

Retention of staff is affected by relations with line managers, terms and conditions,
training and development, diversity and morale. To retain skilled and experienced
staff we must provide a supportive environment in which to work — where staff feel
valued, motivated and share a sense of ownership of the council’s vision for the local
community.

All councils have to compete hard to attract and retain staff in a highly competitive
labour market. Effective monitoring and review is essential to identifying
recruitment problem areas and making changes to policy and practice as necessary.

What do we need to do?

e Manage and plan our current and future workforce requirements through
regular workforce monitoring and reporting, integrated into business planning

e Review and improve corporate recruitment practices to ensure that: the
council is promoted and perceived as an attractive, model employer; a clear
policy and framework for flexible recruitment practices is established; and
effective systems for monitoring and review of recruitment are developed

e Develop and implement corporate induction and exit strategies
e Review, improve and promote family-friendly and flexible working
arrangements and initiatives to ensure staff achieve meaningful work-life

balance

e Review and modernise pay and reward structures to support high skills,
flexibility and motivation
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ACTION PLAN 2004-2007

The Action Plan identifies activities, outputs and processes which will all contribute to achieving the three overall aims of the

People Strategy.

EMPOWERING LEADERSHIP

Improve the skills and confidence of political and managerial leadership

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Design and deliver H Programme delivered | Start date | Head of OD All Leadership Beyond
management as per MD Plan May 2004 programme in place.
development Staff survey results — 49 Managers involved in
programme staff perceive AGMA capacity building
managers to be programme.
competent Assessment centres with
[IP assessment Salford
reports on competent Roll out of an 11 modular
managers MD Program over 75
Managers are managers have completed
assessed as being at least 1 module. Currently
competent through designing a MD Strategy.
appraisal process 30 Managers have completed
Assessment Centres
Design and deliver Elected H EMs completed TNA | Start date | Head of OD All With the support of the IDeA
Member development by Oct 2004 June 2004 and NWEO PDPs will be

programme

Staff survey results —

produced for each EM
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staff perceive
member / officer
relationships to be
effective

CPA reports
improvement in
corporate
governance

through a combination of
360° feedback and 1:1
interviews by Nov 2005.
The EM Development
Steering Group continues to
lead the agenda on EM
Development and aims to
provide a co-ordinated
approach across all
departments.

Implement IIP profile on | Medium | Achieve accreditation | Dec 2005 | Head of OD All Work in Progress
Management and recognition of
Development best practice
Develop the capacity of top teams

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005

Priority
Design and deliver H Top teams able to Start date | Head of OD All Programme developed and
executive development drive strategic issues | May 2004 implemented with Maier
programmes for first and deliver Consulting
and second tier officers sustainable
improvement

Design and deliver H Teams working more | Ongoing Head of OD All A number of team
bespoke team effectively and as development interventions
development making appropriate requested including: Have run approx
programmes links across depts by depts 15 bespoke events across

the Council. Objectives
including team building,
change and customer
service.

22




Provide coaching / H The behaviours of Start date | Head of OD All 8 Employees completing a
mentoring opportunities managers are aligned | July 2004 post grad in executive
with organisation’s coaching - starts Sept 05. 31
expectations Employees across
departments completing a 4
day exec coaching
workshop - starts Oct 05.
Model the values of the organisation in all our activities
Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Design and implement M Employees levels of | July 2005 | Head of OD All Management competency
competence framework competence increase has been completed.
Framework is being used in
the assessment centres and
to frame Leadership
Beyond.
Define behaviours of H Managers sign up to | September | Head of OD All Management competency
managers that support the model 2004 framework developed to
the modelling of values incorporate values and 360
tool designed to assess
managers against
competences and identify
areas for development.
Plan the development of future leaders
Action | Priority | Success criteria | By when? | Responsibility | Corporate | Progress by Aug 2005
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Priority

Promote the NGDP M Pool of appropriately | Start date | Head of OD Improving Two graduate trainees
trained potential August Council appointed — working to a
managers 2004 high standard in key areas

Implement the MD Plan H Managers trained Start date | Head of OD Improving MD plan and strategy
and developed with May 2004 Council produced and being
potential for career implemented.
progression

Introduce succession M Corporate framework | Sept 2006 | Head of HR/OD | Improving Work in progress

planning into the for succession Council

organisation planning developed

Spread leadership values throughout the organisation

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Introductory OD H Managers April 2005 | Head of OD All This group of 22 managers

programme understand role of successfully developed the
leader and model management competences
appropriate and piloted the 360° tool.
behaviour

Elected Member H EMs understand role | Start date | Head of OD All Members currently going

development and able to support June 204 through 360 and 1:1

programme

the borough as
community leaders

interviews in order to
produce PDPs to support
their continued development
as community leaders.

Improve internal communications
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Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Implement team briefing H Team briefing being From April | SMT All Implemented and on-going.

system undertaken 2004 - All managers Staff survey results identify
throughout the ongoing significant improvements in
organisation — tested internal communications.
by staff survey

Staff newsletter M 6 editions produced Ongoing Head of All Established.

established as a Communication Staff survey results identify

method of internal S significant improvements in

communications internal communications.

Increase usage of the M Increased usage From Head of All On-going

intranet as source for figures Summer Communication

corporate 2004 S

documents/information Head of ICT

dissemination

Involve and engage staff in change and improvement

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Design and deliver H Employees working October Head of OD All A Change Management
Change Management collaboratively across | 2005 Strategy is being finalised.

programme

depts
Staff responses in
staff survey

Goes to SMT 11 Oct 05.
Currently involved in
bespoke change events for
teams.

On approval of change
management strategy -
envisaged a large scale
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programme rolled out.

Involve staff teams in all
service improvement
planning

Staff feel more
involved in service
improvement
planning and are
more aware of their
roles in achieving
objectives — staff
survey results
improve

March
2005

SMT &
All managers

All

Staff survey. Leadership
Beyond Module: Managing
the Business and IliP
Standard encourage
manages to involve staff in
SIP production

Share and spread best practice throughout the public sector and with other leading employers in the area

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Take an active role in Partnership working March Head of HR Improving Joint management

AGMA HR and OD H with other GMcr 2005 Head of OD Council development with AGMA

activity authorities and Salford MBC
Joint working with AGMA re
job evaluation
Joint working re Now People
initiative

Work with partners in March Head of HR Improving Work in progress

the LSP and business M Joint initiatives 2006 Head of OD Council

sectors to share good undertaken

practice and promote

joint-working

Develop partnerships M Joint training and Dec 2005 | Head of OD Improving Joint working with MBS re

with Manchester BS, development Council capacity building

Oldham BS, Oldham
College, Oldham Sixth

programmes
Media coverage in

programme
Meet with college every
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Form College

professional journals

quarter. Regular meetings
and communication
channels have been
established with
Huddersfield University.
Continue to work closely
with MBS on a range of
projects and as part of the
NWIN.

Improve the visibility and engagement of senior managers and councillors with other staff across the organisation

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Involve senior H Staff survey results March SMT All SMT roadshows
managers and improve 2005 Cabinet Involvement in management
councillors in internal 0&S forum
communication Committees Higher profile in staff
campaigns newsletter etc.
Staff survey results show
improved perception of
senior managers.
Involve senior H Staff survey results March SMT All SMT deliver regular
managers and improve 2005 Cabinet roadshows to staff on the
councillors with staff in 0&S Council’s priorities and
collaborative Committees improvement agenda. A task
Improvement processes and finish group with EMS
In services and Officers has been set
up to progress this action.
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MANAGING PERFORMANCE IMPROVEMENT

Achieve the IIP standard across the organisation

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Implement the Oldham H Policy led planning July 2004 | Head of Improving Implemented

Business Planning and resourcing Performance Council

process process in place Management

Implement IIP standard H Achieved corporate Sept 2005 | Head of OD Improving EVS, ECS have passed IliP

across the organisation [IP recognition status Council along with CEX and Regen.
Social Services will begin in
assessment September.
Whole organisation
recognition should be
achieved by end of 2005.

Implement IIP Models M Successful Dec 2005 | Head of OD All The Corporate |liP Steering

across the organisation

assessment against
[IP Models

Group has been leading
work on R&S, Worklife
Balance and Leadership /
Management Development.
Action plans have been
developed to support the
achievement of the models.
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Ensure that all service planning includes a focus on people issues and contains targets for improving workforce
diversity, people management and development

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
All service improvement Departments and March SMT and all Improving Departmental targets set
plans to include targets H services are working | 2005 service Council Requirement included in
against diversity and to and reporting on managers OBPP guidance

absence BVPIs

corporate BVPI
targets

Ensure our Appraisal and Development system is consistently applied and makes clear to staff how they
contribute to the council’s priorities for improving services

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Appraisal and All managers trained | May 2004 | Head of Improving Implemented and on-going

development training H Performance Council

for all managers Management

Staff to be given team All staff have had July 2004 | SMT and all [IP accreditation achieved

and individual targets H appraisal and service for all Depts assessed to

connected to council’s development managers this point

priorities interviews Staff survey results show
Staff survey indicates | March improved recognition of
improved % of staff 2005 connection between work of

understand how they
fit into corporate
priorities

individuals and corporate
priorities

Corporate appraisal
process improved and will
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be reviewed annually.

Implement competence
framework to support
appraisal process

Increased levels of
competence in
employees

July 2005

Head of OD

Not achieved - work in
progress

Develop recognition and reward schemes to acknowledge and celebrate high achievement

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Establish schemes for Scheme established | March Head of HR Improving Debate initiated re merits of
recognising good M and implemented 2005 Council different types of schemes.
attendance Staff survey results Revised Attendance
improve Management Procedure to
be implemented Sept 2005
Review and improve March Head of HR Improving Taken over by job
staff reward packages M Review completed 2007 Council evaluation and single status
and implemented process — target date
Staff survey results amended
improve
Promote a culture of attendance and high performance
Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Use attendance All Absence reduced from
management H Reduction in absence | March 2005 | SMT and all 2003/4 to 2004/05
procedures to improve in line with corporate | /2006 / service
attendance in targeted and departmental 2007 managers

areas

targets
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Set service based All Departmental targets set
targets for attendance H Reduction in absence | Sept 2004 SMT and all Internal communications
and promote good in line with corporate service used to promote attendance
attendance through and departmental managers messages
management targets
communication
Review and implement Policies reviewed Corporate HR Improving Policies reviewed and
disciplinary and H and communicated Aug 2004 Departmental Council implemented. On-going
capability procedures Managers trained HR training via departments.
and supported in
implementation
Review, improve and Services reviewed — | Sept 2005 Head of HR All Services reviewed and re-
promote employee M action plan produced Head of OD focused. Staff support
health, safety and and implemented Health and service to be launched
welfare services to Safety autumn 2005

support healthy working
and good attendance

Reduction in absence
in line with corporate
and departmental
targets

Establish appropriate systems, local indicators and outcome-focused targets to measure the impact of improved
people management across the council

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Local indicators Baseline information Head of HR Improving Work in progress
established for M and targets Oct 2005 Head of OD Council
recruitment and established against Head of

selection, training and
development and
internal

indicators — regular
monitoring of
performance

Communication
S
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communications

Undertake a skills audit M Processes in place to | Oct 2005 Head of OD Improving Undertaken — training plan
for equalities and provide management Council developed and being
diversity training information and implemented
baseline data to be
able to demonstrate
improvement
Undertake a Workforce planning March 2007 Work in progress
comprehensive skills L and forecasting is
and qualifications audit being undertaken in a
to underpin workforce systematic way
planning
Complete an M Ditto Jan 2006 Head of OD Improving Work to commence Jan 06
investment profile £: Council
gender, race, disability,
type of training, number
training days, staff
costs
Develop evaluation M Ditto Apr 06 Head of OD Improving Work to commence Jan 06
metrics Council
CAPACITY BUILDING
Improve customer focus
Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
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Implement customer M Better quality July 2004 | Head of OD All 250 Staff going through a 1
service training plan experience for day customer service
service users — course. 40 Managers going
results from residents on a 1 day coaching course
survey and less to build sustainability as
complaints part of a CBF project in
partnership with Salford
Council. Training
programme delivered by
Oldham College
Reduce bureaucracy and delegate decision making
Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Review the constitution Constitution reviewed | Oct 2004 ACE Legal and Improving Reviewed.
to improve the H and management Democratic Council
delegation of decision- decisions are Services
making delegated to
appropriate service Cabinet
managers
Delegate budgets to H Service managers March 2005 | ACE Finance Improving MTFP instigated
service managers have greater Council
flexibility in managing
their own budgets to
the bottom-line
Promote a culture of innovation, creativity and risk-taking
Action | Priority | Success criteria | By when? | Responsibility | Corporate | Progress by Aug 2005
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Priority

Training and H Service improvement | Start date Head of OD Improving OBPP training implemented
development for planning is more July 2004 Council
managers in strategic effective and driving
planning performance
improvement
Roll out Pacific Institute H Empowered staff and | Start date Head of OD Improving 9 Employees completed
Investment in effective team July 2004 Council facilitator training.
Excellence programme working to deliver Programme now rolled out
creative in the OD calendar. 6
improvements People completed ‘steps’ 7
completed IIE.
Risk management H Service planning On-going Head of Finance | Improving Risk Management included
training for managers includes awareness Council in Leadership Beyond
and assessment of modules: Managing the
service risks Business and The Financial
Manager
Constantly learn from ourselves and from others
Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Use the management Examples of impact On-going Head of OD Improving Management forum used for
forum to share and H of cross council All managers Council communication and

develop cross council
learning

project working

development

Cross council working in a
number of areas partic
SSDP, CPA and other self
assessments
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Use the 2™ tier officers

All 2" tier

Examples of impact On-going Improving Top team lunches and
group to share and H of cross council officers Council working groups established
develop cross council project working
learning
Use best value Examples of impact On-going All managers Improving Work in progress due to
principles to benchmark H of cross authority Council limited benchmarking
activity and share best project working and currently available because
practice across AGMA learning of ancient HR system!
and other authorities
across the country
Raise skills in key areas

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Deliver customer led in- H Skills and knowledge | May 2004 Head of OD All Training
house training of employees programme/calendar
programme increased and established

focused on meeting

service objectives
Managers to receive H All 2™ and 3" tier May 2004 | Head of All Introductory course to
training in project managers trained Performance project management runs 4
management skills Management times a year. Running a RM

course starting Oct 05 -
aligned to the ODPM
‘Improving Corporate
Performance. 12 Senior
Managers completing a
sponsors workshop, 28
completing a workshop
aligned to PRINCE 2.
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Focus on increasing the skills and confidence of front-line staff

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005

Priority
Design and deliver H Front line staff are Start date | Head of OD All There are now a range of
comprehensive training perceived by July 2004 training courses for front-

plan for training front
line staff

customers to be
delivering high
quality services —
residents /customer
surveys

Reduction in
complaints

line staff that aim to improve
the quality of service
delivery: customer service,
all E&D training, FISH and
Continual Improvement

Develop effective partnership working and address the potential implications for the workforce and people
management arrangements

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority

Develop management Guidance produced Head of HR Improving Guidance being developed
guidance and support M and management Dec 2005 Council — to be finalised autumn
for secondment, development 2005 (delayed due to HR
partnership and TUPE undertaken input on SSDP) Target date
arrangements amended
Develop effective M Improvement against | July 2005 | Head of HR Improving Redeployment activity
redeployment activity early and ill health Council increased — co-ordinated

across the council

retirement BVPIs

through Departments and
Corporate Recruitment
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team. BVPIs improved.
New policy and procedure
to be produced by Dec
2005

Improve the use of ICT to increase efficiency in people management

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Procure and implement M New system March 2007 | ACE People & Improving Work in progress
new CPIS system implemented in line Quality Council Specification produced —
with specified Head of HR procurement through
requirements Head of OD autumn 2005
Establish electronic Intranet access to Sept 2005 | Head of HR Improving All new/revised policies and
access to policies and M policies and Council procedures are accessible
procedures for people procedures through intranet.
management More development work
needed.
Establish electronic Internet and intranet Sept 2005 Improving Jobs bulletin and
access to recruitment M access to recruitment Head of HR Council application packs available
services on-line.
E-applications in
development.
Establish electronic Web based people March 2007 | Head of HR Improving Work in progress
access for managers to L management systems Council
HR information systems established
Ensure Learning L Electronic support for 2006 Head of OD Improving Work in progress — part of
Management System is managers to support Council specification for new CPIS

purchased as part of
CPIS

learning and
development agenda
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WORKFORCE DIVERSITY

Share and communicate a clear vision of diversity within the council

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Diversity and equalities H Range of methods On-going Head of Community Opportunities identified and
to be key element of being used to Communications | cohesion undertaken
internal communicate the Corporate Policy On-going
communications vision Manager Staff survey results show
strategy — devise and improvement in staff
deliver a range of Staff survey results perceptions re equalities
relevant improve and diversity
communications
opportunities
Diversity and equalities H Diversity and March 2005 | Head of Community Included in OBPP guidance
to be incorporated into equalities issues are Performance cohesion and equalities plans for
business planning automatically Management each department.
process included in service Corporate Policy Achieved Equality Standard
planning systems Manager Level 2

Residents/customer
surveys show
improvement in
perceptions of
council services as
accessible to all
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Support and develop councillors, managers and staff to ensure that equality and diversity is mainstreamed into
the day to day business of the council

Action Priority Success criteria By when? | Responsibility Corporate Progress by Aug 2005
Priority
Design and deliver H Staff and Councillors | Start July Head of OD Community Diversity Training Plan
comprehensive able to be customer 2004 cohesion developed and being
Diversity training plan focused and respond implemented.
to diverse customer
needs
Deliver session on the H Staff survey shows From June | Head of Community Work in progress
importance of being improvement in 2004 - Communications | cohesion
ambassadors for perceptions ongoing
Oldham CPA inspection
includes positive
comments
Address pay inequalities
Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Complete job evaluation Pilot completed Sept 2004 | Head of HR Improving Pilot completed Oct 2004
pilot H Council
Establish and Strategy established | Dec 2005 Head of HR Improving Project plan in place for job
implement a strategy for M and implemented Council evaluation process for

addressing pay
inequalities

whole authority
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Monitor and report on workforce diversity

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Establish quarterly Quarterly monitoring | March 2005 | Head of HR Improving Monitoring and reporting
workforce monitoring H and reporting is Corporate Policy | Council established and improved
reporting to SMT and leading to improved Manager Community each quarter.
councillors practices and cohesion Improved corporate health

meeting targets

BVPIs for 2004/05

Improve recruitment policies and practices to reduce barriers to employment and improve workforce diversity

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Review and improve Recruitment practices Improving Review delayed. Target not
recruitment policy and H are more efficient Sept 2004 | Head of HR Council achieved due to re-
practices New recruitment Community prioritisation. Target
policy and guidelines cohesion amended to autumn 2005.
are produced and
implemented
Research barriers to H Review and improve | March 2005 | Head of HR Improving Research undertaken.
recruitment and ensure recruitment methods Council New application form and
recruitment practices eg application form, Community recruitment guidance to be
are accessible and person specification, cohesion implemented autumn 2005.

inclusive

use of alternatives to
press advertising

Corporate recruitment team
target to improve
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accessibility while reducing
advertising costs.

Establish and H Strategy is March 2005 | Head of HR Improving Workforce diversity
implement a structured implemented — Council improving.
and targeted strategy of workforce diversity is Community Recruitment strategy to be
recruitment improving against cohesion aligned with developments
targets in workforce planning by
end of 2006.
Support and celebrate the diversity of our existing workforce
Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Work with staff forums M Successful events On-going Head of Community International Women’s
to design and held — high Communications | cohesion Week events 2005

implement events and
initiatives celebrating
diversity

attendance and
positive feedback

Corporate Policy
Manager

Oldham Festival of Diversity
PANW conference 2005
On-going

RECRUITMENT AND RETENTION

Manage and plan our current and future workforce requirements through regular workforce monitoring and
reporting, integrated into business planning

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Establish workforce M Each service plan July 2005 Head of HR Improving Part of OBPP guidance.
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planning as an integral includes workforce ACE People and | Council Improved workforce

part of business planning Quality information provided to

planning processes Dept Depts on monthly basis.
Management Systematic workforce
teams planning to be developed in

line with new CPIS

Workforce planning H Information included | March 2005 | Head of HR Improving Included on quarterly basis.

information — starters, in quarterly workforce Dept Council

leavers etc to be planning Management

included in quarterly teams

workforce monitoring

Review and improve corporate recruitment practices to ensure that: the council is promoted and perceived as an
attractive, model employer; a clear policy and framework for flexible recruitment practices is established; and
effective systems for monitoring and review of recruitment are developed

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Review and improve Recruitment practices Improving Corporate recruitment team
recruitment policy and H are more efficient Sept 2004 | Head of HR Council established — recruitment is
practices New recruitment Community more consistent,
policy and guidelines cohesion streamlined and efficient.

are produced and
implemented
Systems are

Information being collected
— to be reported Sept 2005.
Review of policy and
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established to gather
and use monitoring
information to
improve performance

guidelines delayed. Target
not achieved due to re-
prioritisation. Target
amended to autumn 2005.

Develop and implement corporate induction and exit strategies

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Develop and implement M Exit interviews are Sept 2006 | Head of HR Improving Work in progress
Exit Interview policy undertaken for all Council
across the council staff and the
information is used to
Improve retention
Design and deliver H All new starters June 2004 Head of OD Improving Achieved. All information
corporate induction receive corporate Council also available on the

process

induction within 6
months of starting.
Employees
understand aims and
objectives of the
council — staff survey
and IIP assessment

intranet.

Review, improve and promote family-friendly and flexible working arrangements and initiatives to ensure staff
achieve meaningful work-life balance

Action Priority Success criteria By when? | Responsibility Corporate Progress to Aug 2005
Priority
Improve and promote Policies reviewed Head of HR Improving Flexi-time scheme
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flexible working and H and communicated Dec 2004 Departmental Council improved.
family friendly policies Managers trained HR Managers Community Nursery voucher scheme
and practices and supported in cohesion established. Greater take
implementation up of home working.
More promotion needed.
Staff survey shows
improved perception of staff
thet OMBC is ‘family
friendly’?
Establish flexible M Initiatives Dec 2005 Head of HR Improving See above
working pilot initiatives implemented and Council
and implement fully if evaluated Community
successful cohesion
Implement IIP profile on M Achieve accreditation | Dec 2005 Head of OD/HR | Improving On-going
work life balance for best practice Council
Community
cohesion

Review and modernise pay and reward structures to support high skills, flexibility and motivation

Action Priority Success criteria By when? | Responsibility Corporate Links to?
Priority
Complete job evaluation Pilot completed End of Sept | Head of HR Improving Pilot completed.
pilot H 2004 Council
Establish and Strategy established | Dec 2005 Head of HR Improving Work in progress.
implement a strategy for M and implemented Council

addressing pay
modernisation and
reward structures
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RISK ASSESSMENT

Risk Assessment of Risk Risk Treatment Measures Assessment of Residual Risk Responsi | Timesca
[As it is now] [With control measures implemented]
ble le/
(Threat/Opportu Review
nity to Frequen
achievement of cy
business
objective)
Impact Likelihood Risk Impact Likelihood Residual
(Severity) | (Probability) | Score (Severity) (Probability) Risk
[1] [L] [ IxL] [1] [L] Score
Lack of full staff team | Bad H HR and OD managers to ensure Noticeab M SMT and Monthly
across the Council prioritisation of actions / objectives in le Heads of HR
could mean the line with People Strategy and and OD
organisation does not Departmental priorities
have the HR and OD
capacity to address Regular consultation / liaison with
the actions strategic management team to re-
confirm priorities in line with capacity
Capacity of Heads of | Bad H Regular consultation / liaison with Noticeab M SMT and Quarterly
HR, OD, strategic management team to re- le Heads of
Performance, and confirm priorities in line with capacity HR, OD,
Communications is Performance
diverted to Assess the possibility of having and
unscheduled projects contingency resources within specific Communicati
/ developments projects for ‘buying in’ assistance ons
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Investment in Bad ACE People and Quality and Head of | Noticeab ACE People | Monthly
improving the CPIS HR to ensure the development of le and Quality
system via CPIS remains high on the agenda of Head of HR
development of the priorities — presenting risk assessed
existing system and business case for investment.
procurement of a new
system is delayed or Head of HR to ensure that there is
witheld strategic HR involvement in planning
future IT partnership/procurement
solutions.
Major incident leads Bad Ensure back up systems are secure — | Noticeab SMT and Quarterly
to system failure of regular maintenance and updating of le Head of IT
CPIS system information. Back ups are taken
regularly
Elected members, Bad Ensure a programme of Minimal Heads of Quarterly
SMT and managers communication, reporting and HR, OD,
do not understand monitoring of the strategy at member Communicati
their roles and and management levels within the ons and
responsibilities for organisation — including SMT, DMT Performance
implementing the and Overview and Scrutiny SMT

People Strategy so
some actions are not
addressed
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Corporate Health
Best Value Performance Indicators 2004/05

Appendix 1

BVPI

Description

Met

Top Q
2003/04

Actual
Performance
2002/03

Actual
Performance
2003/04

Actual
Performance
2004/05

Target
2004/05

Target
2005/06

Target
2006/07

1la

Top 5% earners that
are women

41.73%

31.7%

41.7%

44.16%

42.6%

43.9%

45.1%

11b

Top 5% of earners
from black and
ethnic minority
communities

4.25%

2.7%

4.9%

4.91%*

5.35%

5.8%

6.69%

12

Number of working
days lost due to
sickness absence

10.47

10.11 (12.11)
days

14.71 days

12.12 days

13.89 days

12.83 days

11.78 days

14

Percentage of
employees retiring
early as % of
pension scheme

0.33%

1.69%

0.80%

1.0%
(0.67%)*

0.7%

0.5%

0.4%

15

Percentage of
employees retiring
on ill health as % of
pension scheme

0.36%

1.11%

0.64%

0.5%

0.53%

0.5%

0.4%

16A

Percentage of LA
employees who
meet DDA definition
as % of total
workforce

2.57%

0.08%

2.4%

2.19%

2.39%

2.6%

2.8%

17X

Percentage of LA
employees from
EMC as % of total
workforce

6.4%

4.9%

5.7%

6.85%

6.8%

7.9%

8.2%

*This figure is based on the auditable information in the HR/payroll information system where ethnic origin has been declared. We believe if ethnic
origin had been declared in all cases then this figure would be higher, potentially up to 5.2%.
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**This figure is without all those who retired on 31/03/05 as part of the voluntary redundancy process.
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Workforce Monitoring 2004/05

Commentary and Conclusions

Appendix 2

Area Result Reasons Future Action
Ethnicity The number of people employed by | This has been articulated as a high | Must continue as a high priority for

the Council from ethnic minority
communities has increased during
the year, but is short of the target.

priority for all service areas and
dept targets set.

There have been improvements in
recruitment activity and in efforts to
make the Council an attractive
place to work.

There has been far more
information captured from
employees.

Leaver information shows that a
disproportionate number of BME
staff are leaving the authority.

all across the Council
Improvements to recruitment and
retention need to continue
Awareness raising and
development re equalities and
diversity issues needs to continue
and be more widespread
Improvements in capturing
information particularly with regard
to new starters are required.

More information re the reasons
people are leaving the Council is
needed to undertake appropriate
retention initiatives.

Improved data collection and/or
achievement of ethnicity targets
needs to be a priority for schools
as well.

The number of these employees in
the top 5% of high earners has not
increased (but not decreased).

This is mainly due to a
recalculation / redefinition of the
group of staff this BVPI applies to.

More needs to be done to attract
people from BEM communities into
senior posts.
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Performance is below target.

The Council has started an internal
mentoring scheme but this is in its
very early days.

Disability

Performance has slightly
decreased from last year and is
below target.

Improved information from schools
has affected the figures for this
indicator.

However, data quality and
completeness are still significant
factors hindering accurate
assessment of performance in this
area.

There are also inconsistencies
regarding whether staff consider
themselves to be disabled and their
willingness to declare a disability.

In order to impact on this figure
next year we must make significant
efforts to enable recruitment and
retention of staff with disabilities.

Sickness

All departments have met their
sickness targets although there has
been an increase in sickness levels
during the last quatrter.

The Council has performed better
than targeted.

Large amount of work undertaken
to reduce sickness absence,
particularly in Social Services and
Environmental Services
Departments.

Reducing sickness absence has
been a high priority for members,
managers, staff and trade unions.
Improvements in data quality

Efforts need to continue in order to
maintain and improve performance
— needs to be considered the ‘day
job’ not a one-off initiative
Management training and
development needs to be more
widespread

Measures to address reasons for
sickness (ie stress) should be
introduced

Measures to reward good
attendance should be implemented
Need to ensure we are capturing
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and recoding information

appropriately
Leavers Turnover rates do not appear to be More information needs to be
and staff higher than the national average: gathered regarding reasons for
turnover however there may be significant leaving — this can be done via Exit
variations from service to service Interviews
within the Council. Staff turnover should be monitored
by each service and supported by
the results of exit interviews.
Age and 20% of employees either are or will Efforts should be made to alter the
length of become eligible for retirement over age profile over the next 5 years.
Service i isi
- thet n(-:;xtlflt\r/]e y(iatlrst,hthlz '? a ¢ There needs to be greater
potential ;ﬁa 0 (fe te Ivery o emphasis given to the recruitment
services in the near future. of younger people
50% of the Council’'s employees . .
have been with the Council for less The Councntn?eds to lt<_eep |ts|
than 5 years, most of these are in ?r:_arm?nergtenns q orrrgra_m Ing early
the 25 to 39 age band. etirement under review.
We need to understand the
changing and more fluid nature of
the workforce where people are
more willing to move around jobs
and employers and, therefore focus
efforts on retention
Casual Services are using a large number | Information regarding these staff is | Departments must make extensive
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staff

of staff who are classed (via the
HR/payroll system) as ‘casual’
staff.

not collected and used for planning
purposes.

efforts to ensure that an employee
is only classed and contracted as
‘casual’ if this is truly the case.

Gender

Approx ¥ of all Council staff are
female

The Council’s work/life balance
policies are an asset

More marketing and awareness
raising needs to be done regarding
flexible working and work/life
balance policies

Work/life balance policies need to
be especially progressive as many
female staff are also likely to have
caring responsibilities outside
work.

Home-working should be
implemented in appropriate
services

Workforce

Planning

We are now in a position to
regularly provide more extensive
workforce information than
managers have ever received
before.

Information has been provided and
improved on a quarterly basis for
the whole of 2004/05

A significant amount of work has
been, and continues to be
undertaken both corporately and in
departments to collect information
in order to be able to present to
managers. The deficiencies of the
current HR/payroll system means
that every quarter this takes days
to collate, manipulate and analyse.

The Council needs to ensure that
this information is used to inform
workforce planning, which should
be incorporated into its
departmental service improvement
planning process.

This needs to be supported by
improved information (particularly
from schools) and information
systems which enable employee
information to be viewed and
reported electronically in
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| seconds/minutes, rather than days. |
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Appendix 2

WORKFORCE MONITORING REPORT — 2004/05

WORKFORCE PROFILE 1 — Gender, Full and Part Time

Employees

Table 1: Composition of the Council’s workforce — Key employee groups
for Performance Reporting

Description Quarter Quarter | Quarter | Quarter
1 213 4
2004/05 2004/05 | 2004/05 | 2004/05
a | Casual staff records 2528 2710 2625 2819
b | Teachers 2395 2287 2287 2271
c | Other school employed 2197 2259 2362 2240
staff
d | All other Council 5374 5336 5535 5556
employees
Total 12494 12592 12809 12886

Overall the figures above show an increase in the number of people
employed when during the year, this is mainly due to additional casual
staff records (see table 3 and notes below). Some movement between the
categories has also occurred due to improvements in the quality of data
in Council systems.

The following terminology is used throughout this report:
Dataset A (10067 staff) = b + ¢ + d. This is the dataset used for most BVPIs
Dataset B ¢ + d. Dataset used for calculating 2004/05 targets for Top 5%

BVPIs

Dataset C (5556 staff) = d. This dataset is useful for workforce monitoring and
is also the basis for calculating the Top 5% BVPIs

Table 2: Council Employees Gender Analysis

Employees | Jun Aug 04 | Dec 04 | Apr 05 | %age
04

Women 9083 9163 9318 9344 72.5%

Men 3411 3429 3491 3542 27.5%

Table 3: Council Employees Full Time/Part Time split

Workforce Profile by Gender

Employees | Jun 04 | Aug 04 | Dec 04 | Apr 05 | %age

Full Time 6259 6303 6233 6332 49.1%
Part Time 3579 3579 3951 3735 29.0%
Casual 2528 2710 2625 2819 21.9%
Total 12494 | 12592 | 12809 | 12886 100%

Full Time, Part Time and Casual staff

BFull Time
H Part Time|
O Casual
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The December figures reflect a change in the definition of a part time
worker by the Office of National Statistics and also some re-classification
of casual and part time staff, The situation will continue to fluctuate as
the Council reviews the status of its casual workers.

Table 4: Overall Employee Numbers by Department Gender and
Full Time/Part Time indicator.

Full Time FT Part Time PT |Gran| FTE |% FTE
staff Total Staff Total d
Total
F M F M
Chief Executive's 281 211 492 89 5 94| 586/ 551.31 6.9
Education (exc 547 204 751 422 138 560 1311| 781.08 9.8
schools)
Environmental Serv 186, 722 908 826 97 923| 1831| 1385.65 17.3
Regeneration 47 60 107 9 0 9] 116| 112.08 1.4
Social Services 635 247 882 736 94 830| 1712|1447.72 18.1
Sub Total 1696 1444| 3140 2082 334| 2416| 5556|4277.84 53.6
School Teachers 1501 628| 2129 114 28 142| 2271} 2130.53 26.7
School support staff 806/ 257 1063| 1138 39| 1177| 2240| 1574.54 19.7
Sub Total 2307, 885| 3192 1252 67| 1319| 4511| 3705.07 46.4
Approx
Casual staff 2007 812| 2819| 2819 309
Total 4003| 2329 6332 4089 1213| 5924| 1288 100
6

Comment and Analysis

Information available at the end of March 2005 indicates that the Council
employs approximately 10,050 full time and part time people. However, there
are concerns about the completeness and accuracy of some of the information
held in the Council’s systems particularly regarding casual staff and employees
with multiple employments.

Exhibit 1: Overall Council staffing as at 31> December 2004

Most employees work in schools...

Department Grand %age
Total

Chief Executive's 586 5.8
Education (exc 1311 13.0
schools)

Environmental Serv 1831 18.2
Regeneration 116 1.2
Social Services 1712 17.0
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Sub Total 5556 55.2
School Teachers 2271 22.6
School support staff 2240 22.3
Sub Total 4511 44.8
Total 10067 100

Exhibit 2: Full Time and Part Time employees at December 2004

Most employees are women...

1600

Full Time and Part Time Staff as at 31 December 04

1400 @ Full Time Females ]

B Full Time Males
1200

O Part Time Females

1000 0O Part Time Males |

800 -

Number of Employees

600

400 +

200 -

N |l em W] -

Chief Executive's Education (exc  Environmental Serv  Regeneration Social Services School Teachers School support
schools) staff

Women account for 68% of all employees and 87% of part time workers with
the Council. However in the Environmental Services department 80% of full
time workers are male.

Oldham is not unusual in this respect as across the UK women are employed in
68.5% of jobs in public administration, education and health. The Council has
an extremely diverse workforce but even at this high level the figures indicate
that effective workforce planning requires a policy tailored to the needs of each
department and service. This can be developed from information currently
available, however, improved information systems would make this a more
viable proposition.

The Council has a flexible workforce structure. This is supported by a range of
family friendly policies designed to sustain work life balance. The Council
should develop and ‘market’ these strengths to ensure continuity of quality
service provision in a rapidly changing environment.

Males could be an untapped source of recruits particularly, say, for more junior
roles, if such roles are configured and ‘marketed’ appropriately; The same may
be true for older people who may welcome some types of part time
employment.
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WORKFORCE PROFILE 2 — Age and Lenqgth of Service

Table 1: Council Workforce profile by Age (exc Schools

|Ade Group|Council| Teacher [Other Sch| Total |%aae]

Under 25 243
25to 39 1801
40 to 54 2481
55 to 65 1005
Over 65 21
Unknown 5
Total 5556

153
749
952
370
16

0
2240

129 525 5.2
966 3516 35.0
932 4365 43.4
239 1614 16.0
5 42 0.4

0 5
2271 10067 100

staff see table 5)

Table 2: Council Workforce Age Profile (exc School Employed staff) -

Workforce Profile by Age

O under 25
B 25t039
D 40tos4
Os5t065

B over 65

Trends
Description Quarter | Quarter | Quarter | Quarter
1 2 3 4
2004/05 | 2004/05 | 2004/05 | 2004/05
Under 25 246 251 252 243
25 to 39 1791 1744 1815 1801
40 to 54 2371 2358 2451 2481
55 to 65 943 959 992 1005
Over 65 21 22 23 21
Unknown 2 2 2 5
Total 5374 5336 5535 5556
Table 3: Age by Department
Department Total | U/KK | Under | 25to | 40to | 55to | Over 65
Chief Executive's 586 0 36 222 254 74 0
Education Culture 1311 3 79 449 531 243 6
Environmental Services | 1831 1 80 501 862 373 14
Regeneration 116 0 3 ol 50 12 0
Social Services 1712 1 45 578 784 303 1
Sub Total 5556 5 243 1801 2481 1005 21
School Teachers 2271 0 129 966 932 239 5
School Support Staff 2240 0 153 749 952 370 16
Sub Total 4511 0 282 1715 1884 609 21
Total 10067 5 525 3516 4365 1614 42
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Table 4: Age and Length of Service

Appendix 2

Length of Total U/k Under [|25 to 39|{40 to 54|55 to 65| Over 65
Service 25
lUp to 5 years 2765 1 234 1189 1006 322 13
6 to 19 years 2184 2 9f 585 1129| 451 8
20 to 35 years 590 2 0| 27 340 221 0|
36 to 40 years 14 0| 0| 0| 5 9| 0|
LI\//Iore than 40 1 ou ou o‘| 0| 1 0|
ears
lUnknown 2 o o 0| 1 1 o
5556 5 243| 1801 2481 1005 21

Comment And Analysis

50% of the Council’'s employees have been with the Council for less than 5
years, most of these are in the 25 to 39 age band.
4.2% of employees are under 25 years of age whilst 63% are over 40, this
illustrates the aging nature of the Council’s workforce.
20% of employees either are or will become eligible for retirement over the next
five years, this is a potential threat to the delivery of services in the near future.

In view of the above the Council needs to identify and address those areas of

the workforce which are:
¢ Most likely to need to be ‘refreshed’ through the encouragement of

turnover and appointment of new staff, as especially in times of rapid

change;

e Subject to high turnover - greater emphasis should be given to the

retention of staff in these areas.

e Particularly at risk from an aging workforce and pose a significant threat
to the continuation of service delivery in the coming years.

Chart 5: the age ‘time bomb’ that could affect Oldham over the next 5 years

Over the next 6 years, almost 20% will reach the age of 57, when many leave the Council...
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Age Distribution of Employees at 31 December 04

—8— Number of Employees

VA VA

Aae 51/t0 57 /

WORKFORCE PROFILE 3 — Ethnicity

Table 1: BVPI 17x (Based on dataset A — All Council staff)

BVPI 17x Percentage of LA employees from ethnic minority
communities as %age of total workforce

Met average | Actual | Target Performance Target Target
2002/03 2003/0 | 2004/05 Fourth Quarter 2005/0 | 2006/07
4 2004/05 6
5% 5.7% 6.8% 6.85% 7.9% 8.2%

Table 2: Quarterly Trends re BVPI 17x — Ethnicity of the
Council’'s Workforce

Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 |2004/05 |2004/05
4

Ethnicity of the 5.7% 6.35% 6.69% 6.33% 6.85%

Council’s Workforce

Fluctuations in the above figures are due to inconsistencies in data flows from departmental HR
systems into Videpers — improvements to this process are currently being progressed.

Table 3: BVPI 11b (Based on dataset C — Council employees excluding
school employed staff)

BVPI 11b Top 5% of earners from black and ethnic minority
communities
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Met Actual | Target Performance Target Target
average 2003/0 | 2004/05 Fourth Quarter 2005/0 2006/07
2002/03 4 2004/05 6
3.3% 4.9% 5.35% 4.91% 5.8% 6.69%
Commentary on performance if differs by more than +/-10%
See notes beneath table 4.
Table 4: Quarterly Trends re BVPI 11b
Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 |2004/05 | 2004/05
4
Top 5% of earners 4.9% 5.0% 4.8% 3.7% 4.91%

from Black and
ethnic minority
communities

Most of the high earners from black and minority ethnic groups are found on the margins of the
dataset, hence relatively small movements in the workforce or in the calculation of this dataset
can have significant impact on these figures. For example in quarter 3 we reported that advice
from the Education HR Manager indicated that there were a number of high earning teachers,
employed by the department to provide services to schools, who needed to be included in the
dataset for this calculation. Most of these (24) were female and white and this caused both an
increase in the top 5% of women earners and also the decrease in the %age of high earners
from ethnic minorities shown above. The Council's Senior Management Team does not include
any members from black and ethnic minority communities at the moment.

Table 5: Ethnicity by department

Ethnic Ch |Educ and| Env |Regen| Social | Sub | School |Other Total
Desc Exec | Culture | Serv Service| Total [TeacherSch Staff
S S

White 512 897 1703 101 1514| 4727, 1868 1658 8253
Asian 40 79 15 13 57 204 69 175 448
Black 6 12 12 0 25 55 8 12 75
Dual Heritage 5 2 8 1 20 36 7 4 a7
Chinese & 2 8 7 1 1 19 11 7 37
Other
Unknown 21 313 86 0 95 515 308 384 1207
Total 586 1311 1831 116 1712 5556 2271 2240/10067

Ethnicity Known Teacher | Other School Other Council Total

S staff Depts

Number 1963 1856 5041 8860

%age declared Mar | 86.4% 82.9% 90.7% 88.0%

05

%age declared Dec | 79.6% 81.6% 90.1% 85.8%

04

%age declared Aug | 56.5% 66.5% 88% 73.7%

04
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Table 6: Quarterly Trends — BME employees - by department

Department Quarter 1 | Quarter 2| Quarter 3 | Quarter 4 Target
Description 04/05 04/05 04/05 04/05 04/05

Chief Executive's 44 59 56 53 55
Education Culture 51 59 75 101 35
Environmental 39 41 43 42 40
Regeneration 34 16 15 15 17
Social Services 83 81 99 103 149
Sub Total 251 256 288 314 296
Teachers 40 55 81 95 132
Other School Staff 112 139 184 198 137
Total 403 450 553 607 565
Targets for 04/05 were set based upon an incorrect distribution of staff across Council
departments and need to be reviewed.
Table 7 : Ethnicity by ethnic group
Ethnic Description Other Other Sch |Teachers |Total Y%age % 2001 % 2001

Council |Staff Council Census Census All

Econ Act People

White British 3967 1309 1320| 6596
White (undeclared) 634 330 524| 1488 91.3 89.7 84.4
White Irish 62 10 9 81 0.9 1.0 0.9
White Other 64 9 15 88 1.0 0.8 0.9
Sub Total 4727| 1658 1868 8253 93.2 91.4 86.2
Bangladeshi 61 67 15 143 1.6 2.3 4.5
Pakistani 75 84 34 193 2.2 3.6 6.3
Indian 43 14 12 69 0.8 0.8 0.7
Kashmiri 18 9 7 34 0.4
Asian Other 7 1 1 9 0.1 0.2 0.3
Sub Total 204 175 69 448 51 6.9 11.8
Black African 8 6 3 17 0.2 0.1 0.1
Black Caribbean 39 5 5 49 0.5 0.5 0.4
Black Other 8 1 9 0.1 0.1 0.1
Sub Total 55 12 8 75 0.8 0.7 0.6
White&Asian 2 1 2 5 0.1 0.2 0.3
White&Black African 3 3 0.0 0.1 0.1
White&Black 13 1 14 0.1 0.3 0.6
Caribbn
Other Dual Heritage 18 3 4 25 0.3 0.1 0.1
Sub Total 36 4 7 47 0.5 0.7 1.1
Chinese 8 1 4 13 0.1 0.2 0.2
Other Ethnic Group 11 6 7 24 0.3 0.1 0.1
Sub Total 19 7 11 37 0.4 0.3 0.3
Total 5041 1856, 1963| 8860 100.0 100 100
Undeclared 422 368 191 981
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Unknown

93 16

117

226

Grand Total

5556| 2240

2271

10067

Tables 7 & 8: Council Workforce Ethnicity Profile — Quarterly Trends

Description Quarter | Quarter | Quarter | Quarter
1 2 3 4
2004/05 | 2004/05 | 2004/05 | 2004/05
White 6366 6835 8182 8253
o Asian 291 337 409 448
Black 49 50 68 75
Dual Heritage 33 32 42 47
Chinese 30 31 34 37
Sub Total BME 403 450 553 607
Undeclared 3197 2597 1449 1207
Tntal Q0RA Q882 10184 100R7
Table 9: Top 5% Employees — Ethnicity by Department
Eth Desc Total | Chief |Educatio| Env Regen | Social
Exec's n Services Services
White 213 57 73 39 25 19
Black Other 2 1 1
Indian 3 2 1
Kashmiri 1 1
Pakistani 4 1 2 1
Dual Heritage 1 1
Sub Total BME 11 4 3 1 2 1
Undeclared 24 3 17 1 3
Total 248 64 93 41 27 23

Of the 24 officers whose ethnicity is currently not recorded in Videpers 22 are
White and 2 are from minority groups. If these are included then the %age from
Ethnic Minorities becomes 13/248*100 = 5.24%.

Comment And Analysis

Figures from the 2001 Census show that around 14% of Oldham’s population
are from Black or Minority Ethnic groups. However, only 8.5% of people who
are economically active are from Black or Minority Ethnic groups.
difference results from the greater proportions of children in some of Oldham’s
ethnic minority communities and the comparatively low proportion of women of
Pakistani and Bangladeshi ethnic origin who currently work outside the home.
Since the Council can only recruit from among those who are economically
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active, this is the population, shown in table 7 above, against which targets are
currently set. However, these targets will need to be stretched in future to take
account of the increasing number of young people from ethnic minorities
eligible for employment.

The number of people employed by the Council from ethnic minority
communities has increased during the year, improved data quality has also had
an impact on the figures, however, improvements in information with regard to
new starters are required in order to facilitate effective and timely monitoring of
this subject. The number of these employees in the top 5% of high earners has
fallen due to a need to recalculate this dataset.

The following overall action points have been identified in order to continue the
progress in this area:

e Young men from the local BME community are a largely untapped
source of recruits. Research undertaken corporately has indicated some
of the barriers that need to be overcome.

e The quality of the data held on the ethnicity of service users is often
poor, this needs to be improved as a priority for effective monitoring to
take place.

o It will be useful to liaise with neighbouring ‘good practice’ Councils, who
have successfully recruited from their local BME communities.
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WORKFORCE PROFILE 4 — Disability

Table 1: BVPI 16a (Based on dataset A — All Council staff)

BVPI 16a Percentage of LA employees who meet Disability
Discrimination Act definition as % of total workforce

Met Actual | Target Performance Target Target
average 2003/0 | 2004/0 Fourth Quarter 2005/0 2006/07
2002/03 4 5 2004/05 6

2% 2.2% 2.39% 2.19% 2.6% 2.8%

Commentary on performance if differs by more than +/-10%:

Improved information flow from schools has resulted in better figures for this indicator.
However, data quality and completeness are still significant factors hindering accurate
assessment of performance in this area. There are also inconsistencies regarding whether
staff consider themselves to be disabled and their willingness to declare a disability.

BVPI 16b %age of economically active disabled people in Oldham is 18.3%

Table 2: Quarterly Trends re BVPI 16a

Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 |2004/05 | 2004/05
4

Employees 2.4% 1.96% 1.64% 1.69% 2.19%

declaring a disability

(Note: Actual figures for 2003/04 were amended by the auditor from 2.2% to 2.4%, no reason

was supplied)

Table 3: Disability by department

Department Current Provided % Declared %

Description Employees | Information Disability
Chief Executive's 586 505/ 86.18 13 2.57
Education & Culture 1311 866 66.06 26 3.00
Environmental 1831 1491 81.43 27 1.81
Regeneration 116 111| 95.69 1 0.90
Social Services 1712 1291| 75.41 46 3.56
Sub Total 5556 4264| 76.75 113 2.65
Teachers 2271 1348| 59.36 17 1.26
Other School Staff 2240 1514| 67.59 26 1.72
Total 10067 7126| 70.79 156 2.19
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Table 4: Quarterly Trends — Numbers of employees declaring a disability

Department Quarter 1 | Quarter 2 | Quarter 3 | Quarter 4 Target
Description 04/05 04/05 04/05 04/05 04/05
Chief Executive's 13 15 13 13
Education & Culture 10 13 18 26
Environmental 23 25 27 27
Regeneration 3 0 0 1
Social Services 46 42 44 46
Sub Total 95 95 102 113
Teachers 1 6 5 17
Other School Staff 11 14 15 26
Total 107 115 122 156 110

Target to be revised when improvements to data quality in Videpers are

complete

Table 3: Employees who have declared their disability

Disability Description

Number [

Arthritis

13

Asthma

1

Back Problem

12

Blind

Confined To Wheelchair

Deep Vein Thrombosis

Depression/Nervous Debility

Diabetes

NI

Disabled (With No Description)

al
©

Dyslexia

oo

Epilepsy

N

Hearing Impediment

'_\
S

Heart Condition

Hemi Paralysis

Learning Disabilities

Lymphodoema

Mcleods Syndrome

Missing Limb

Multiple Disabilities

Multiple Sclerosis

Osteo Arthiritis

Partially Sighted

Tourette's Syndrome

Trapped Nerve

Weak Limbs

glr(r|lo|dw|kR|lw|kRr|R|RF]N

156
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Comment

The definition of disability used to compile the above information is
that given in the 1995 Disability Discrimination Act. This defines a
disabled person as someone meeting all the following criteria:

o They have a mental or physical impairment;

o this has an adverse effect on their ability to carry out normal day-to-day
activities;

o the adverse effect is substantial; and the adverse effect is long-term

(meaning it has lasted for 12 months, or is likely to last for more than 12
months or for the rest of their life).

At the end of 2004/05 2.19% of staff had declared that they had a
disability, although this is set to rise as additional information is
collected, particularly from employees in schools.

In the 2001 Census one-fifth (20.3%) of people in Oldham identified
themselves as having a long-term illness, health problem or disability which
limits their daily activities or the work they can do. It therefore appears likely
that a significant number of disabled employees currently chose not to identify
themselves as such.

The Council needs to identify ways in which the information can be used to
benefit employees by means of from support, assistance or adaptations in the
workplace.

Improved data collection and focus on disability targets is required in order to
increase the performance of schools in this area.
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WORKFORCE PROFILE 5 — New Starters

Table 1: New Starters 2004/05

Department Q4 Total | Starters | Starters | Starters | Starters |Year to
Description Employee Q1 Q2 Q3 Q4 Date
Chief Executive's 586 29 23 13 11 76
Education & Culture 1311 46 79 20 17 162
Environmental 1831 65 45 38 23 171
Regeneration 116 15 7 7 12 41
Social Services 1712 41 29 25 26 121
Sub Total 5556 196 183 103 89 571
School Teachers 2271 34 180 18 16 248
School Support Staff 2240 59 112 51 35 257
Total 10067 289 475 172 140| 1076
New starter figures for the quarter Jan — Mar 2005 would seem to reflect the
effect of the Council’s budget cuts and redeployment policy.
Table 2: New Starters 2004/05 as a percentage of the
workforce
Department Q3 Total | Starters | Starters | Starters | Starters |Year to
Description Employee| Q1 % Q2% Q3 % Q4 % |Date %
Chief Executive's 586 4.9 3.9 2.2 1.9 13.0
Education & Culture 1311 3.5 6.0 1.5 1.3 12.4
Environmental 1831 3.5 2.5 2.1 1.3 9.3
Redgeneration 116 12.9 6.0 6.0 10.3 35.3
Social Services 1712 2.4 1.7 1.5 1.5 7.1
Sub Total 5556 3.5 3.3 1.9 1.6 10.3
Teachers 2271 1.5 7.9 0.8 0.7 10.9
Other School Staff 2240 2.6 5.0 2.3 1.6 11.5
Total 10067 2.9 4.7 1.7 14 10.7
Table 3: New starters — Ethnicity Targets
Description Target | BME Starters | BME Leavers | Net to
04/05 2004/05 2004/05 Date
Chief Executive's 2 9 7 2
Education and Culture 3 11 11 0
Environmental Services 5 3 3 0
Regeneration 1 5 12 -7
Social Services and 9 6 10 -4
Health
Sub Total 20 34 43 -9
Teachers 4 11 5 6
Other School Staff 3 22 27 -5
Total 27 67 75 -8
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The dataset for the above includes schools but excludes casual
employees. Ethnicity was un-declared for 564 of the 1067 new starters.
341 of these relate to the Education department and much of this
information is held the EMS system and is in process of being transferred
to Videpers. See also Workforce Profile 3 table 8 above for overall figures
re workforce ethnicity.

Table 4. New starters - Disability Targets

Description Target Starters Leavers Net to
04/05 2004/05 2004/05 Date
Chief Executive's 0 1 -1
Education and Culture 2 4 -2
Environmental Services 3 5 -2
Regeneration 0 0 0
Social Services and 3 8 -5
Health
Sub Total 8 18 -10
School Teachers 1 0 1
Other School Staff 0 3 -3
Total 9 9 21 -12

Comment and Analysis

It would appear that the Council is losing rather than gaining staff from BEM
communities and staff with disabilities. However, interpreting figures for
ethnicity and disability is made more complex by the fact that the Council is still
collecting data in these areas. Delays in inputting new starter and the need to
transfer some historic information from a database held by the Corporate Policy
team will have an impact on the disability figures.
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WORKFORCE PROFILE 6a — Leavers and Staff
Turnover - Overall

Table 1: Leavers April to December 2004

Department Q4 Total |Leavers |Leavers |Leavers |Leavers |Year to

Description Employee Q1 Q2 Q3 Q4 Date
Chief Executive's 586 8 15 14 25 62
Education & Culture 1311 30 53 34 32 149
Environmental 1831 61 74 91 63 289
Redgeneration 116 13 4 7 6 30
Social Services 1712 34 56 41 45 176
Sub Total 5556 146 202 187 171 706
Teachers 2271 36 147 55 15 253
Other School Staff 2240 38 77 61 51 227
Total 10067 220 426 303 237| 1186

The Quarter 2 figure above for teachers is seasonal as it includes the end
of the academic year. Figures are occasionally inflated by some types of
internal transfer and employee record maintenance —in a devolved
system these are only identifiable by local knowledge. An analysis of
leavers by reason for leaving is available for those departments who use
Videpers.

Table 2: Twelve Month Rolling Profiles — Staff Turnover (All staff exc
casuals)

Twelve monthsto | Apr | May | Jun | Jul | Aug | Sept | Oct | Nov | Dec | Jan | Feb | Mar
04 04 04 04 04 04 04 04 04 05 05 05
Leavers 1199 | 119 118 | 117 | 118 | 114 | 116 | 115| 115| 116| 114 | 118
2 5 8 4 9 8 9 8 3 9 6
Turnover 119|118 117|117 117|114 | 116|115 115| 115|114 | 11.7
%age

Based on an average number of staff during the period of 10,102.

Comment And Analysis re Staff Turnover

CIPD suggested formula for Total nhumber of leavers over period x 100
calculating staff turnover Average total number employed over period

In 2003, according to the CIPD's annual survey, the overall employee turnover
rate for the UK was 16%. This is rather lower than in most recent years, but is
still relatively high when compared with years in which unemployment levels
rose and alternative jobs were relatively scarce.
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The lowest levels (below 10%) are found among civil servants, fire fighters, the
police and other public sector staff groups who are relatively highly skilled and
well paid.

At Oldham, there is no accurate information available about the overall or
average number of vacant posts. Similarly no information is available on the
length of time that posts have been vacant, and information has only recently
become available to enable turnover rates to be monitored corporately.

Exit interviews are not routinely undertaken and findings are not analysed in
order to identify the ‘main messages’ being given by those leaving.
The following overall action points can therefore be identified:

e Much better information is needed about the level of vacancies in the
Council and this needs to be included in reports to managers;

e Overall, turnover rates do not appear to be higher than the national
average: however there may be significant variations from service to service
within the Council; and

e Exit interviews need to be more rigorously undertaken, and the main
‘messages’ should be compiled and reported to senior managers for action.
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WORKFORCE PROFILE 7 — Early Retirements

Table 1: BVPI 14

BVPI 14 Percentage of employees retiring early as %age of pension scheme

Met Actual | Target Performance Target Target
average 2003/0 | 2004/05 Fourth Quarter 2005/0 | 2006/07
2002/03 4 2004/05 6

0.68% 0.829% 0.7% 1.0% 0.5% 0.4%

Subject to seasonal variations particularly regarding teachers.

This indicator was adversely affected by the significant number of redundancies on 31> March 05

Recalculated %age excluding 31°' March early retirements due to budget cuts

Total Early Retirements as a %age of Pension Scheme = 60*100/8970 = 0.67%

Table 2: Quarterly Trends re BVPI 14 - Percentage of
employees retiring early as %age of pension scheme

Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 | 2004/05 |2004/05
4

Employees retiring 0.829% | 0.07% 0.34% 0.44 1.0%

early (3 mths) | (5 mths) | (9 mths)

Table 3: Employees retiring early by department per

quarter

Description Target | Qter 1 Qter 2 Qter 3 Qter 4 | To Date | 31 Mar

04/05 | 2004/05 | 2004/05 | 2004/05 | 2004/05 | 04/05 | Rednc
y

Chief Executive's 2 1 15 18 13

Education (exc 1 2 3 5 11 4

Teachers)

Teachers 23 4 7 34

Environmental Services 3 16 19 7

Regeneration 0 0

Social Services 1 7 8 6

Total 61 |6 25 9 50 90 30
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WORKFORCE PROFILE 7 —1ll Health Retirements

Table 4: BVPI 15

BVPI 15 Percentage of employees retiring on ill health as %age of pension

scheme
Met Actual Target Performance Target Target
average 2003/04 | 2004/05 Fourth Quarter 2005/0 | 2006/07
2002/03 2004/05 6
0.59% 0.602% 0.5% 0.5% 0.5% 0.4%
Table 5: Quarterly Trends re BVPI 15
Description Actual | Quarterl Quarter2 | Quarter3 Quarter4
2003/0 | 2004/05 2004/05 | 2004/05 2004/05
4
Il health 0.602% | 0.14% 0.25% 0.46 0.5%
retirements (3 mths) (5 mths) | (9 mths)
Table 6: Ill Health Retirements by department per
quarter
Description Target Year Quarter Quarter Quarter Quarter
S To 1 2 3 4
2004/0 Date | 2004/05 | 2004/05 | 2004/05 | 2004/05
5
Chief Executive's 2 1 1
Education (exc 14 12 3 3 2
Teachers)
Teachers (Incin (Incin 1 1
above) above)
Environmental 16 19 3 2 11 3
Services
Regeneration 0 0
Social Services 15 13 6 2 5
Total 47 45 13 10 19 3

COMMENT AND ANALYSIS

These figures include teachers and are based on numbers of employees in
pension schemes.
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The Council met its target for ill health retirements and would have met its
target for early retirements were it not for the voluntary redundancies arising
from budget cuts.

WORKFORCE PROFILE 8 — Sickness

Table 1: BVPI 12

BVPI 12 Number of working days lost to sickness absence

Met Actual | Target Performance Target | Target
average 2003/0 | 2004/05 Fourth Quarter 2005/0 | 2006/0
2002/03 4 2004/05 6 7

12 14.71 13.89 11.86 12.83 11.78

Commentary on performance if differs by more than +/-10%
The Head of HR is leading a working party examining the Council’'s absence monitoring
arrangements.

All departments of the Council are currently meeting their
targets for 2004/05. However, sickness information is still being
received and processed it is therefore likely that the final figure for

2004/05 will be higher than that quoted above.

Table 2: Quarterly Trends re BVPI 12

Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 |2004/05 | 2004/05
4

Working days lost to | 14.71 3.23 4.22 8.53 11.86

sickness (83 mths) | (5 mths) | (9 mths)

Table 3: Workforce profile — Sickness Absence by
department

Dept Average FTE Target Average FTE
days lost Apr | for days lost to
03 to Mar 04 2004/05 date — end of

year

Social 26.45 23.8 19.87

Services

Chief 12.47 11.8 11.10

Executive

Education 10.50 10.4 9.17

Env Services 20.54 18.6 14.66
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19.50

18.5

13.08

Totals

14.72

13.89

11.86
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See comments on BVPI 12 above. Delays in data entry into the corporate
sickness system mean that the above figures are probably understated, this is
particularly true for Education where information is often received late from

schools.

Table 4 - Days lost to Sickness Absence by Reason and
Department April — December 2004

Description Chief Education Environment Regeneration Social Total
Executive's al Services Services

Stress 1,372.39] 9,530.77 3,696.63 10.00; 6,600.07| 21,209.86
Not Specified 145.89| 12,873.45 2,732.66 15.50| 1,756.41 17,523.91
Other Body Injuries 508.27| 4,235.20 7,240.09 4,885.71] 16,869.27
General 824.09] 5,722.91 3,221.77 42.00, 3,856.22| 13,666.99
Chest/Respiratory 949.67| 4,624.69 2,609.71 88.00f 2,622.51] 10,894.58
Back/Back Injury 484.77) 2,557.19 3,783.89 123.00, 2,839.24| 9,788.09
Stomach etc. 553.44| 2,639.41 1,513.35 46.00, 1,696.63] 6,448.83
Infections 144.54) 2,415.99 697.66 3.50 894.56| 4,156.25
Ear, Nose Throat 267.28| 1,718.54 1,101.53 6.00 800.03] 3,893.38
Unknown 174.69) 2,155.87 33.00 873.43] 3,236.99
Heart & Blood Pressure 223.50 747.00 1,114.55 480.38[ 2,565.43
Other Musculo-Skeletal 6.00, 1,204.41 673.95 635.83] 2,520.19
Problems

Genito-Urinary 52.64 983.38 517.64 428.37) 1,982.03
Pregnancy Related 239.50 966.36 354.00 246.16{ 1,806.02
Headaches/Migraine 114.36 633.53 281.96 6.50 566.28/ 1,602.63
Cancer/Cancer Related 120.00 403.00 588.61] 1,111.61
Skin 44.82 128.09 262.86 170.12 605.89
Overall Total for Report 6,105.85 53,256.79] 30,238.25 340.50| 29,940.56|119,881.95
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Working Days Lost to Sickness per FTE
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Chief Executive's - Trends in Sickness Absence per Full Time Equivalent
Employee - Cumulative - April 2004 to March 2005

—— Chief Executive
— Target

Apr May Jun Jul Aug Sept Oct Nov Dec Jan Feb Mar
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Environmental Services - Trends in Sickness Absence per Full Time Equivalent
Employees -April 2004 to March 2005
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Education Department - Trends in Sickness Absence per Full Time Equivalent
Employee - April 2004 to March 2005
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Regeneration - Trends in Sickness Absence per Full Time Equivalent Employee -
Cumulative - April 2004 to March 2005
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Social Services - Trends in Sickness Absence per Full Time Equivalent Employee -
Cumulative - April 2004 to March 2005
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WORKFORCE PROFILE 9 — Grievance and Disciplinary

Table 1: Disciplinaries — New cases by Quarter, April 2004

to March 2005

Description Quarter | Quarter 2 | Quarter | Quarter | Total Year
1 2004/05 3 4 to Date
2004/05 2004/05 | 2004/05

Chief Executive's 2 1 2 3 8
Education and Culture 0 2 1 6
Environmental Services 18 16 6 19 65
Regeneration

Social Services and 9 11 21 42
Health

Total 20 28 19 44 121

Table 2: Disciplinaries — Year to Date by Gender

Description | Ch |Educ and| Env |[Regen| Social Total
Exec | Culture | Serv Services

Male 7 3 58 0 13 81

Female 1 3 7 0 29 40

Total 8 6 65 0 42 121

Table 3: Disciplinaries — Year to Date by Ethnicity

Ethnic Ch |Educ and| Env Regen| Social Total

Description | Exec | Culture | Serv Services
White 6 4 64 36 110
Asian 1 2 0 3 6
Black
Dual Heritage
Chinese
Other 1 1
Unknown 1 0 1 2 4
Total 8 6 65 0 42 121

Table 4: Disciplinaries — Year to Date by Disability

Department Description No of Declared %
Disciplinarie| Disability
Chief Executive's 8
Education & Culture 6
Environmental Services 65
Regeneration
Social Services 42 1

84




Appendix 2

[Total

| 121]

1] 0.9%)|

Table 5: Grievances— New cases by Quarter, April 2004 to

March 2005
Description Quarter | Quarter 2 | Quarter | Quarter | Total Year
1 2004/05 3 4 to Date

2004/05 2004/05 | 2004/05

Chief Executive's 1 1

Education and Culture 4 1 5

Environmental Services 2 1 1 4

Regeneration

Social Services and 4 1 2 7 14

Health

Total 4 7 4 9 24

COMMENT AND ANALYSIS
Information currently compiled manually. Accuracy and completeness are not
assured. Additional analysis by ethnicity etc planned for future reports.

WORKFORCE PROFILE 10 — Flexible Working

Table 1: Flexible Working Arrangements - Approved

Department New Starts New Current
Description Sept/Dec Starts Total
Chief Executive's 3 3 3
Education and Culture 5 3 17
Environmental 1{Not Known 17
Reageneration 2 3 3
Social Services 10 10 12+
Total 21 19+ 52+

Table 2: Current Flexible Working Arrangements - Ethnicity

Ethnicity Male Female

White 10 31
Asian 1 9
Black Caribbean 1
Total 11 41

Information currently compiled manually. Accuracy and completeness are not yet

assured.
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WORKFORCE PROFILE 11 — Employee Pay related
Information

Table 1: BVPI 11a

BVPI 1la Top 5% of earners that are women

Met Actual | Target Performance Target Target
average 2003/0 | 2004/0 Fourth Quarter 2005/0 2006/07
2002/03 4 5 04/05 6

37% 41.7% | 42.6% 44.76% 43.9% 45.21

Commentary on performance if differs by more than +/-10%

Advice from the Education HR Manager indicated that there were a number of high earning
teachers, employed by the department to provide services to schools, who needed to be
included in the dataset for this calculation. Most of these (24) were female and white and this
caused a significant increase in the top 5% of women earners

Table 2: Quarterly Trends re BVPI 11a Top 5% of earners that are women

Description Actual | Quarterl | Quarter2 | Quarter3 | Quarter4
2003/0 | 2004/05 | 2004/05 |2004/05 | 2004/05
4

Top 5% of earners 41.7% | 45.2% 41.23% 48.4% 44.76%
that are women

Fluctuations in these figures are due mainly to improvements in data quality and
advice on BVPI calculations received from auditors. Work in both these areas is still
on going, with the %age of female high earners more likely to show an increase
rather than a decrease.

Comment And Analysis

The following is an extract from the report prepared by KPMG for Social Services - it
is included here as it is felt to be representative of the situation across the Council.

Exhibit 4: Analysis of the pay profile of males and females in Oldham Social Services

Females are over-represented at lower grades, but under-represented from around scp. 39 (marked)...
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Pay profile of SSD 'Green Book" staff (smoothed)
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This analysis therefore shows that:
e There is an over-reliance on female staff in junior roles;

e Although far fewer males are employed, the gender distribution is much the same
across most of the grade range; however

e Although there is a similar proportion of males and females at the more senior
grades, females are under-represented at the ‘middle management’ level — in the
lower PO grade ranges, from around scp.39.

Even from such a high level analysis, the following overall action points can
therefore be identified:

e Males could be an untapped source of recruits for more junior roles, if such roles
are configured and ‘marketed’ appropriately;

e Workl/life balance policies need to be especially progressive, as female care staff
are also likely to have caring responsibilities outside work;

¢ Management development opportunities need to be targeted at the ‘middle
management’ level of Social Services staff, where females are under-
represented.

WORKFORCE MONITORING REPORTING

Data Quality and Content

The majority of information in this report has been taken from Videpers/Videpay the
Council’s integrated Personnel and Payroll system. Data quality is questionable in
some areas and the information in the report must be treated as ‘near actual’ until a
thorough data cleansing exercise has been undertaken.

The data in the report relates to those staff designated as OMBC employees. Unless
otherwise stated this excludes:

e Teachers, but includes FE tutors and supply teachers (clarity is still being

sought as to whether these latter constitute ‘school based’ employees)
e Casual staff
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FCHO employees

Other organisations for whom the Council acts as a payroll bureau, these
include: OCLL, WDA, Groundwork Trust, ACE Centre, Oldham
EBGS/Connexions.

Some trainees and sheltered groups who do not receive taxable payments
eg Social Services Training into Employment and Lifeskills people
Pensioners and gratuitants

Self employed

Councillors

Data quality issues which impact on the compilation of the figures include:

The precise number of casual staff employed by the Council is unknown as
not all these staff have been allocated the correct indicator in the system
Where staff have secondary employments then, due to the limitations of
Videpay only details relating to their primary employment are included in
these figures.

Just less than 60% of employees in schools responded to the recent
Council wide employee data collection and checking exercise. This impacts
on the completeness of data being reported upon in key areas.

Full time and part time hours are not always accurately recorded in the
Payroll system, this is particularly true for education staff

Overtime figures for the Education department for 2003/04 have not yet
been cleared down in the Payroll system therefore figures for 2004/05
cannot be calculated.

Key definitions used throughout report include:

Part time staff: the Office of National Statistics defines part time workers as those
employees who work less than the organisation’s standard hours.

Future Developments

The following developments are required to better fulfil the Council’s workforce
monitoring requirements:

e Improved information relating to the number of approved posts
Improved information regarding casual staff and secondary
employments

Improved information relating to number of temporary staff employed
Leavers by reason for leaving

Vacant posts

Comparisons with figures from previous periods

Recruitment information

Training records and information

A thorough data cleansing exercise is also planned to be phased over the next 18
months.
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