2010 ROTHERHAM

INTERIM HR REPORT


Appendix A
INTRODUCTION

Following the appointment of consultancy HR support to the Interim Chief Executive and Director of Business Development in developing a company-wide HR strategy and workforce planning, this interim report provides an initial assessment of the priority areas identified for review; indicates ongoing work; and where appropriate recommends action to take the company forward. 

The report summarises key issues relating to the outline brief provided, but also includes other areas identified as requiring advice and/or support.
KEY ISSUES

1.
Establish a framework for a company-wide manpower plan linked to the corporate business plan and RBC’s HRA Business Plan

2010’s HR Strategy includes a Workforce Planning Framework which, if utilised to its full potential, should form an integral part of service planning and consideration of current and future workforce needs.  
The framework includes guidance for completing a self-analysis tool in the form of a matrix designed for management teams to evaluate current workforce issues (i.e. where the service is now); future workforce needs (i.e. where the service wants to be going forward); and, having identified current gaps/issues and future challenges and needs, identify action required to get there.  

There are plans to incorporate the Workforce Planning Framework into the performance review process in 2009.  The matrix is comprehensive, but does need to be more closely aligned to the corporate business plan so that it can be more clearly understood where and how departmental and in turn, individual, objectives contribute to the business. 

Company-wide workforce planning will only be effective and linked to the corporate business plan if there is a full understanding of business priorities and clarity about the capabilities required to achieve them.  As a result, it is vital that business objectives relate to priorities and planning at all levels.  

The future development of a competency framework will ensure that the organisation has the right type of knowledge, skills and behaviours required to deliver the business objectives. 

Support is being provided to the Project Initiation Document (PID) relating to Strategic Priority 8, i.e. to carry out an organisational development review and to produce a forward plan.  
2.
Review the work carried out on manpower planning within the IHSP

An evaluation has been made of current staffing levels within the IHSP and predicted future requirements up to 2012, with the intention that this work will inform the business plan. 
The projections over the next 18 months take into account anticipated changes in workload due to programmed and voids works; planned balance in required trade skills; and plan for known staff changes e.g. retirement and completion of apprenticeship terms. 

Medium term, there are development and retraining plans and a longer term assessment of workforce levels and skills required to fulfil major projects.

The objective of the initial work carried out on workforce planning within the IHSP acknowledges the need to align appropriate trade skills with contractual obligations.  The work has been summarised well, but it is acknowledged that more detailed analysis and review will be required to validate assumptions and predictions to ensure that future business demands are met. 
3.
Support the work being carried out on an exit strategy for decent homes in developing the HR strategy 

There is a need for a company-wide Organisational Change policy for 2010 Rotherham, which once agreed and implemented, will provide a framework for all future proposed organisational change, including the exit strategy for decent homes.  

The policy will include the business case for proposed change; process for identifying ‘at risk’ posts; the proposed basis for assimilation to retained or new posts; and redeployment where possible. The proposed policy is being developed for discussion by the Executive Management Team and will require consultation with the JCC before being implemented.

One of the most significant factors in any organisational change is open and clear communication, with a published timetable. Therefore staff consultation and communication must be planned and incorporated into the timetable for the exit strategy.    

4. Review the approach to compiling the company training plan, personal development plans and effectiveness of investment in training
2010 Rotherham has in the main adopted the Council’s personal development review process – this is based on best practice and is led and coordinated by the Learning and Development Manager. A separate system is in operation for craft operatives, with both planned for review in 2009.  
Indications are that the timescale for completion of personal development reviews and plans tends not to be met and there appears to be a need for greater commitment from managers at all levels. Consequently, there may be delays in compiling departmental training plans and the company training plan may not be comprehensive. 

2010 has a Learning and Development Policy, which was updated in January 2008; this provides a structured framework. The organisation would benefit from a more strategic approach and, as indicated in 1 above, there are plans to incorporate the Workforce Planning Framework into the performance review process in 2009.  
This, together with the introduction of a competency framework, should result in service planning taking into account the skills, knowledge and learning required to achieve future plans and relating this to personal development plans.  
It is recommended that a more strategic approach is put in place for the approval of significant training expenditure; without a clearly defined process there are potential risks of inconsistency, inequality and failure to ensure that corporate business needs and priorities are met. 
There is a training evaluation process in place designed to assess the quality of the training provider, learning outcomes, impact on performance and cost benefit. The effectiveness of this is still to be considered. 
In terms of value for money, working in partnership with Rotherham Chamber has resulted in 2010 Rotherham benefitting from significant savings on training costs and provision. 

There is a commitment to becoming a learning and development organisation rather than an emphasis on training; this is actively promoted by the Learning and Development Manager, and will benefit from active commitment and support from the Board and Executive Management Team to ensure this is embedded into the culture. 

5.
Review implementation of training for sickness management and availability of information from RMBC
As a result of The Audit Commission’s concern at 2010 Rotherham’s sickness absence rate for 2007/08, the Executive Management Team agreed that training for managers in absence management was a priority. 

A review of existing arrangements for the management of sickness absence has been completed, with recommendations to achieve a more proactive approach aimed at achieving a sustained reduction in the absence rate.

Short term recommendations include that the business priority should be to manage outstanding long-term (over 20 day) absences, particularly as these represent a significant proportion of the absence rate.  The current status of long-term absences is under discussion with the Strategic HR Unit, with a view to either facilitating returns to work or making positive progress where appropriate. 
The focus on training line managers in attendance management is supported. However, as time and resources are limited, it is recommended that the emphasis should be on providing managers with more detailed guidelines on conducting return to work interviews, which are recognised as the single most effective method of reducing frequent, recurrent absences provided they are carried out promptly and their purpose is clear. 
In the longer term, training needs can be met by producing a user-friendly ‘toolkit’ in the form of a manual for 2010 managers which would comprise a 2010 Attendance Management Procedure – based on the Council’s procedures, which apply best practice – supported by managers’ guidelines and tied in with other initiatives linked with health and safety and staff wellbeing.
Monthly SAM (Sickness Absence Management) reports are provided to line managers by the HR Service Centre.  The reports are analysed to track trends in the sickness absence rate; this performance information gives an overall picture of the organisation, but does not identify specific areas of concern – and consequentially potential risk - within the business.  It is essential to tackle specific cases in order to improve the overall absence rates and demonstrate that resources are being directed to control absence.

There is a need to rationalise the type and relevance of management information available to managers, to enable an overview of trends; identification of specific cases requiring action; and advise and support managers in taking action in what is often a sensitive area. 

6.
Test the robustness of the performance review system and its use in managing staff

As indicated in 4 above, the performance review system would benefit from more commitment from managers at all levels.  Without that demonstrable commitment, it is difficult to convince staff of the value or importance of the system. 

The intention is to obtain feedback on the perceived effectiveness of the system from a sample of line managers at varying levels in order to assess its value and role in managing staff.
7.
Review the role and responsibilities of the company’s new HR post 

An initial review of the proposed new HR Officer post’s role and responsibilities has been undertaken, identifying a need to align the scope of the post with the aims of the Service Level Agreement to ensure that maximum benefit is obtained for 2010 Rotherham to meet both strategic and operational business needs. 
The major reservation is that the proposed status of the HR Officer post will be insufficient to influence and contribute to the organisation at the required level, particularly as 2010 Rotherham will be looking for a specialist HR lead in organisational change and development going forward.

OTHER AREAS

A
HR STRATEGY

An overall review of 2010’s HR Strategy is planned, with a view to identifying areas where the strategy might be enhanced to meet future business need and direction.

B
SP10   

Scoping of the PID for Strategic Priority 10 – To carry out a job evaluation – is planned.  
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