CABINET
16TH NOVEMBER 2004

ITEM NO. ....... 13

ORGANISATIONAL DEVELOPMENT STRATEGY/EMPLOYEE SURVEY

Responsible Cabinet Member(s) — Councillor Don Bristow, Resource Management Portfolio

Responsible Director (s) — Paul Wildsmith, Diredor of Corporate Services

Purpose of Report

1. Thepurpose of thisreport isto inform Cabinet of progress in respect of the Organisational
Development Strategy, “ Striving for Excellence’, (ODS), and the results and analysis of the 2004
Employee Survey.

Information and Analysis

2. The Organisational Development Strategy, (ODS) was first launched in December 2001 foll owing
aprocess of taking stock involving widespread internal consultation. The strategy sought to place
eff ective people management, performance management and communications as central to our
success. Each asped of the strategy is suppated by aframework document. Sincethe launch of
the ODS a significant number of initiatives have been implemented in accordance with the
respective frameworks, to embed the striving for excdlence gproach. It must be bornein mind
that thisis however along term strategy, which may take several yeasto reg the full rewards.

3. The ewironment in which we operate is constantly changing and it isvital that the ODS is kept
alive and resporsive to changing needs. Those needsinclude :-

(8 the emphasison partnership working;

(b) changing role of elected members

(c) BestVaueand CPA,;

(d) thepotentia prospect of Regional Governance

(e) the emphasison continuous improvement and external assessment.

Summary of Main Achievements

4. A summary of our main achievements in respect of the ODS since December 2001is detail ed
below:-

People Management

Revised PDR / appraisal scheme linked to the PMF

Competency frameworks devel oped

Foundition level Management Development Programme (110 managers compl eted, further
programme underway)

Dem/161104 - EmployeeSurvey -1-
Cabinet



Middle Manager programme completed June 2004 second dwe to commence
Participation in the Teesside University Public Sedor MBA

Participationin the Local Government Employers Organisation National Graduate Devel opment
Programme

Executive Development Pilot Programme commenced March 2004

2 Employee Surveys designed, issued and analysed in-house

Race Equality Scheme implemented

[iP re accreditation achieved for the third time

Employee Suggestion scheme re-launched

Corporate Inductionre launched

Recognition and Reward Scheme devel oped

Striving for Excellence Award Ceremony establi shed

Senior Managers Workshops re-establi shed

Communication

Chief Executivetak time established

Corporate Notice Boards established

e-learning Centre established

In Touch Pilot scheme

Departmental Consultative Committees established in al departments
Employee panel established

Joint Consultative atendance extended

Performance Management

New service planning template introduced

Innovative service planning posters devel oped, now being recommended to ather authorities by
the Audit Commissionand PWC

Corporate Planning Network established

BV PP was unquaified with nostatutory recommendations (the highest score available) for the
secndyear running

Revised approadch to incorporating the Corporate Plan and BV PP introduced in Darlington naw
Government guidance for al authorities

Revised Community Strategy, Corporate Plan, service planning and performance management
generally well received by the Audit Commissionin the CPA 2003 updte -contributed to a
positive direction o travel statement

External fundng seaured to purchase PerformancePlus

Service planning updates made & Senior Managers Workshops

More than 10% improvement was made on BV PIsthisyea

Sunday Times rated Darlington best in the wurtry onBVPIs

Public Service Agreement negotiated - patential to deliver £3 millionif stretch targets are met
Strategic steering group set up among key pulic sector partners to share gproaches to
performance management for the benefit of the LSP.

5. Itisevident that asignificant propation o what was planned within the three suppating
frameworks of the strategy has been implemented and it is acknowledged that this influenced and
will continue to pasitively influence service delivery and the CPA result. Job evaluation, equal
pay and the pay strategy are dearly the major locd priority areas to be aldressed by HRMD
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during the remainder of 200405 andinto 200306.

Future Nedls

6.

Fealback from the Employee Survey suggests that one of the prominent areas of need is internal
communication athough there ae other issues, which will need to be aldressed. The survey has
been repeaed and 2004results are very encouraging. Additionally, the Audit Commission
Comprehensive Performance Assesanent (CPA) has given some national direction as to where
future dforts shoud be placed. Itisnow therefore an appropriate time to reflect onthe ODS,
review / reinforce our approach and where appropriate, revise the suppating framework
documents.

The Audit Commission hes pullished what it sees as the main people management issues arising
from CPA in a briefing document, Managing People, Leaning from CPA.

In this document the Audit Commission identified six factors which they believe ae critical to
successful people management in locd government, these ae;

Empowering leadership
People management strategies
Managing performance
Capacity building

Workforce diversity; and
Recruitment and retention

In many respects these issues reflect the striving for excell ence strategy which Darlington adopted
two yeas ago and which preceded CPA. However, thereis no room for complacency and we
must continue to review our approach onacontinual basis embracing external drivers and locd
priorities.

Future Nedls - People M anagement

10. The ODPM’s office has recently launched a new national Pay and Workforce Strategy for Local

Government and clearly thiswill be an important external driver in terms of our people
management agenda. The strategy focuses on five key priority areas which are directly linked to
Public Service Agreement (PSA) targets and are aonsidered crucia in getting the best out of

people :-

() Deveoping L eadership capacity-among bath officers and members, including attracting
effective leadersinto locd government from outside the sector.

(b) Developing the skillsand capacity of the workfor ce-across the crporate centre of
authorities, specific services, management and the frontline workforce

(c) Deveoping the organisation-to achieve excellencein people and performance management,
partnership working and the delivery of customer focussed services.
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11

12,

13.

(d) Resourcing local gover nment-ensuring that authorities reauit, train and retain the staff that
they need and addressdiversity issues.

() Pay and Rewards- having pay and reward structures that attract, retain and develop a skilled
and flexible workforcewhile achieving value for money in service delivery.

Desired outcomes of the ODPM strategy are;
(@ A progressive improvement in Service Delivery and CPA scores

(b) Loca governmentsimage & an employer improves and authorities find it easier to reatuit,
especialy in hard to fill posts.

(c) Every authority isactively engaged in developing its workforce and eleded members

(d) There ae sufficient quality peoplein key occupationa areas such as ocia work,
environmental health and danning.

(e) The pay andrewards g/stem enables authorities to motivate, recruit, retain and develop
people within the cnstraints of aff ordability, recognising variationsin local labour markets
and achieving flexibility in making best use of staff and meeting customer needs.

() There ae sufficient people with leadership and management skillsin all | ocal authorities.
(g) There ae more caree pathways and development oppatunities for staff at al levels.

(h) Authorities have amore diverse workforce and el eded membership that is resporsive to and
refleds the needs of arapidly changing community.

The ODPM national strategy reaognises that HRM has a strategic role in the future of local
government and daces a high emphasis on developing people and increasing the st of training
and development per capita. This places an even greder emphasis onidentifying and meeting
development needs which will have the maximum impad onimproved service delivery.

The updated People Management Framework shown at Appendix 1 reflects how we propase to
embrace these challenges.

Future Neas - Communication

14.

15.

The Communications Framework has worked particularly well in some aress, the employee
survey in two successive years highlights the Flyer as an eff ective ommunicationtod and aso
once ajain confirms line managers as eff ective in relaying information. Overall there wasa61 %
positive rating to the communications questions in 200304, a slight improvement on the first
survey. However thereis always scope for further improvement and thisis particularly the case in
terms of delivering a more coordinated and strategic approach to communicaing key issues.

Corporate Induction has proved very eff ective and employees appredate the personal contact with
the Chief Exeautive and Diredors. It has proved an ided oppatunity to raise avareness of the
ODS andin particular the core values at avery early stage in employees srvice. Additionally it
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provides avauable oppatunity for employees to learn about the Courcil’ s democratic process.
Similarly Chief Exeautive's Talk Time has been well received.

16. The “In Touch” pil ot scheme has nat been so well used and it would appea that thisisnot an
eff ective communication medium for our organisation and hes therefore been discontinued.

17. The employee suggestion scheme REWARD has been well used with over 100 suggestions being
put forward so far. This shoud be further suppated and encouraged.

18 Senior Manager workshogps are the only forum of this type bringing together all managers at this
level. A review has been undertaken in terms of the frequency, format and content of the
workshops and feedback suggest they are seen as valuable.

19. The Communications Framework has been amended to reflect current practice and arevised draft
is attached at Appendix 2.

Future Nedls - Performance Management

20. The Performance Management Framework (PMF) is kept constantly under review through the
Corporate Planning Network with oppatunities for improvement identified and implemented as
soonas possible. For example, year 2 o the service planning processis much more streamlined
than year 1. A key focus of the next 12 monthsis to implement PerformancePlus Sftware,
successfully ensuring benefits for managers, members and key partners.

21 Significant progress has been made and the ODS has been a key factor in the organisations
continued improvement. The essence of the strategy and its major comporents have not changed
anditisnot our intention at this stage to revise the strategy itself however, the suppating
frameworks have been reviewed and revised accordingly to take accourt of progress, current
issies and divers. It ishowever recommended that a further “taking stock” exercise is undertaken
in 2005to include focus groups invalving awide cross €ction d the workforce, eleded members
and tradesunions. The workload associated with the implementation d job evaluation and the
introduction d anew pay palicy would make it difficult to condwct afull review prior to this date.
In any event the impact of job evaluation and revised pay structure will also be key to developing
the ODS further.

Employee Survey

22. The Employee Survey was Pecificdly designed to measure improvements resulting from the
ODS. A report detailing the analysis of the results of the first survey was presented to Cabinet on
2nd December 2003 Since that time afurther survey has taken place and this report draws
comparison ketween the resporses to bah surveys. A copy of the full survey report is attached at

appendix 4.

23. At acorporate level the results are once ajain very good showing positive respornses averaging
68.02% across al areas of the survey and regative resporses totaling only 11.91%. This
compares favourably to 676 and 1275% respedively from the last survey. The most significant
positive resporses relate to the performance management questions of the survey which had an
average 74.64% positive resporse overall and a 9.57% negative. The cmmmunicaions questions
of the survey were ajain slightly lesspositive than the average, however still attracted a 61%
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average paositive rating and orly 14.66% of resporses were negative. The table below shows the
average overall agree/disagree per department.
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24. Thedepartmental analysis has again revealed little variation away from the average corporate
resporse rates in most departments. At Appendix 2 of the survey report thereis a data suppdement
which gives asummary and cetailed breakdown of the pasition for each department. The average
positive results are dightly lower in Community Services and Social Services than the average for
the Authority. This reflects the responsesin the last survey. This could well be due to the
different make up d the workforce, for example in Community Services thereis ahigher
percentage of former manual employeesin harder to reach occupations and work locations which
can impact uponcommunications issues. The graph below shows the overall average position

across departments.
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25. Overal 31.5% of responcents believed they had seen improvements snce the last survey and
19.1% disagreed, the remainder were indiff erent.

Outcome of Consultation
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26. A report outlining the results of the Employee Survey was presented to Joint Consultative
Committeeon 19h October 2004

Lega Implications

27. Thisreport has been considered by the Borough Salicitor for legal implications in accordance
with the Courcil's approved procedures. There ae no isaues which the Borough Solicitor
considers need to be brought to the specific atention d Members, other than thase highlighted in
the report.

Sedion 17 d the Crime and Disorder Act 1998

28. The oontents of thisreport have been considered in the mntext of the requirements placed onthe
Courxil by Section 17of the Crime and Disorder Act 1998 namely, the duty on the Courcil to
exercise its functions with due regard to the likely eff ect of the exercise of those functions on, and
the need to doall that it reasonably can to prevent, crime and dsorder initsarea. It isnot
considered that the contents of this report have any such effed.

Council Policy Framework

29. Theissues contained within this report do nd represent change to Courcil palicy or the Courcil’s
padlicy framework.

Dedsion Deadline
30. For the purpose of the ‘cdl-in" procedure this does nat represent an urgent matter.
Remmmendation
31 It isrecommended that Cabinet :-
(& Note progressin respect of the Organisational Development Strategy;
(b) Notethe priorities for the year ahead and endarse the revised framework documents;
(c) Note the outcome of the analysis of the employee survey;

(d) Note the propaosal to publicise the results of the employeesurvey to all employees viapubic
folders and that diredors agree to pubicise the departmental resultsin a consistent manner;

(e) Note that each department agreed to review their departmental action dans;
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Reasons
32. Therecommendations are suppated by the following reasons :-
(@ Continued commitment to developing the organisation
Paul Wildsmith
Director of Corporate Services
Background Papers
(i) The Organisational Development Strategy, Striving for Excellence

(i) ODPM -Pay and Workforce Strategy
(iii) Audit Commission- People Management, Learning from CPA

Carol Wyers: Extension 2239
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Appendix 1
Striving for Excdlence
People Management Framework

Eff ective leadership and strong People Management remain key elements of the Courcil’s Organisational Development Strategy * Striving for
Excellence’

This document describes the Courril’ s People Management Framework in detail and sets out the actions we wil | take in 200405 to buld uponour
success in suppating sound people management, enabling us to continue to attrad and retain the right people to deliver our organisational objectives. It
provides an integrated approach to delivering the key human resource priorities for Darlington Borough Courcil, suppating the recommendations of the
Human Resource Management Best Vaue Review and unarpinning the:-

» Courcils Best Vaue Performance Plan
» Community Plan and
» Key National Drivers and the Governments Modernisation Agenda.

The framework also seeks to addressthe recommendations of the Audit Commisson, Improvement and Development Agency (IDeA) and most
importantly reflects the values of the organisation as expressed in the Organisational Development Strategy.
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Eff ective people management is at the heart of successful delivery the Courcil’svision. Asan arganisationwe can ony deliver successful and cost
eff ective services to ou community if we have the right people with the right skills, in the right place & the right time and who are committed and
valued for ther eff orts and contributions.

It istherefore essential that the Courcil’s Human Resource Management (HRM) function drives forward actions and initiatives which will deliver

eff ective people management for the organisation. Many initiatives have already been implemented since the OD Strategy was launched in 2001 The
HRM Division adopts a style and structure, which continues to meet the changing demands uponit. This was recognised as part of the HRM Best Vaue
Review improvement plan and the model of service provisionfor HRM was reviewed with aview to improving both performance and perception d the
HRM service at a Corporate and Departmenta level. The HRM service has sibsequently been recognised as playing a pivota role in the continuing
success of the organisation.

The volume and pace of change within the Local Government Sector is constant and in developing the HRM service it is also necessary to continue to
meet ongoing day to day and strategic objectives of the organisation which are detail ed and prioritised in the adions and performance targets outlined in
this document for 200405.

The ations required are grouped into the foll owing areas:-

STRATEGIC HRM LEADERSHIP

ORGANISATION AND WORKFORCE DEVELOPMENT

EMPLOYEE RELATIONSAND LEGISLATIVE REQUIREMENTS

RECRUITMENT AND SELECTION

DEVELOPING A DIVERSE WORKFORCE

HEALTH AND SAFETY

WORK BASED LEARNING (INCLUDING MODERN APPRENTICES TRANSFERRED TO EDUCATION DEPARTMENT
W.E.F.1/7/2004

Dem/161104 - EmployeeSurvey -10-
Cabinet



THEME: STRATEGIC HRM LEADERSHIP

HRM Strategic Aim: To support the organisation viathe provision of ahigh quality, cost eff ective HRM service which meets both day to day requirements and

provides strategic focus.

Outcome: Delivery of aquality HRM service, which meets organisational needs.

Indicatorsand Targets: Customer satisfadion survey - improved perception, importance, relevance and quelity of the service as determined by customer

satisfaction survey following establishment of survey methods and base line information.

Objective Actions Responsibility/Lead PI Targets and Outputs Timescale
Officer
To provide ahigh quality, Ensure that the structure of Lesley Blundell Ensure that service providesBest | Ongang
cost effective HRM service HRMD continues to maximise Value for the Council
which meets both day to day | resources and improve quality
requirements and provides Lesley Blundell Improved perception d the HR
strategic focus. Constantly review the market function across the Council —
place to ensure Best Value Customer satisfadion survey. Ongang
Delivery
Lesley Blundell Production and acceptance of the
Maintain ahighlevel strategic of the revised People Management | July 2004
focus for the HRM Division and Communication strategy.
Clear evidence of organisational
shift based on perceptions of HRM
activity measured by Local
Indicator — CRY. Annual

Employee satisfaction rate of 69%
- 2004.

Den/161104 - EmployeeSurvey
Cabinet

-11-




THEME: ORGANISATIONAL AND EMPLOYEE DEVELOPMENT

HRM Strategic Aim: Tolead and suppart the ongoing development of the organisation and ou people to ensure we are a&le to maximise performance and can
respondto changing demands and priorities

Outcome: To adieve ashift in organisational culture and improved employee morale and performance.

Indicatorsand Targets: Employee atitude survey - improved perception of organisation by employees as determined by employee dtitude survey following
establi shment of survey methods and bese line information.

Improved corporate heath indicators/ BVPIs/local performance indicators -

percentage of employees retiring early BVPI 14

Objective Actions Responsibility/L ead PI’s Targets and Outputs Timescale
Officer
Management Framework and , Management - L esley Revisions approved by CMT July 2004
Communications Framework | Implement and communicate Blundell
of the Organisational agreed revised frameworks and Revised frameworks applied September 2004 to
Development Strategy . _ HR Manager - Workforce acrossthe Council and orgoing
Re iswe the enployee dtitude
Pert M X survey Development - Carol Wyers
(Performance anagemen Employee dtitude survey reisaued | January 2004
Framework to be revised .
' . Eva uate the impact of the strategy and analysed July 2004
simultaneously by Policy .
Unit) throughan attitude survey. Carry Results benchmarked agai Annuall
out further employee dtitude esults benchmarked against nnually
surveys to monitor organisational Baseline survey information
shift, review as appropriate Organisational shift measured Annually

against baseline information
CR7 — 2004 Target 69%
Average improvement acrossall
statutory Pis
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Objective Actions Responsibility/L ead PI’'s Targets and Outputs Timescale
Officer
Development Programmeto | Programme feedback
underpin the Organisational _ _ . . .
Development Strategy Identify potential providers Carol Wyers Implementation o Middle
providing eff ective leadership | For middle and executive Manager Programme January 2004
development
Carol Wyers Implementation o Executive
Select provider andgain CMT Development Programme March 2004
approva
Roll out programme
Directly link individual Monitor implementation of PDR | Carol Wyers and Eff ;e;ti;le E[D)E'w;ter? e Ongang
Performance to corporate i Department al HR Managers | LO : S % of complet
qoals and quality check CR4a CRAb
Maintain and promote Raise avarenessof |iP process Carol Wyers Retaining liP award following September 2004
Courcil’ s liP status review September 2004. and orgoing

Promote new liP standards

Co-ordinate review process
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Objective

Actions

Responsibility/L ead
Officer

PI’'s Targets and Outputs

Timescale

Ensure the Council operates | Keep urder review Carol Wyers Eff ective Induction Process Ongadng
an eff ective induction process
Develop a systematic Improve the centralised system for | Lesley Blundell/ Maggie System continues to develop Ongang
approach to workforce capturing rel evant management Swinden / Jackie Henry / which supports monitoring against
planning at Corporate and information and work with HR Managers targets, Pls and corporate health
Departmental level departments to improve workforce indicators making maximum use of
planning information available.
Produce 6 monthly workforce
information reports
Develop appropriate learning | Expand upan existing Customer Carol Wyers Improved range Customer Care May 2004
programmes which support Care Skills training package Skills training packages
needsin key areas e.g.
Customer care
Continue to adopt aflexible Improve existing mechanism for Carol Wyers Improved comprehensive April 2004

approach to meding newly
identified learning needs

capturing learning and
development needs at
organisation, team and individual
level

collection processfor learning and
development needs focussed on
key priorities
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Objective Actions Responsibility/L ead PI’'s Targets and Outputs Timescale
Officer
M aximise retention of Produce aworkforce development | Carol Wyers Introduction of aworkforce October 2004
employees through plan embracing career development plan embracing a
appropriate career development policy /successon career development policy
development opportunities planning issues
Maximise investment in All managers Well trained eff ective workforce Ongadng
development activity to suppat Impacts on all PI's and external
key operational priorities assessments
Work in conjunction with Review existing pilot self Carol Wyers/ LindaTodd | ldentified member training reeds | ongaing

Democratic Services to
improve the development of
elected Members

assessment PDR scheme for
Members including the Member
competency framework

Respord to requests to meet
identified member devel opment
needs

Democratic Services.

Carol Wyers

are met
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THEME: EMPLOYEE RELATIONSAND THE LEGISLATIVE FRAMEWORK

HRM Strategic Aims: To suppat the organisation by the devel opment of terms and conditions of service and pdicies and procedures which embrace good
practice, legal requirements and the devel oping needs of the organisation.

Outcome: Improved performance of the organisation through its ability to recruit, retain, motivate and encourage high attendance of its employees whilst meeting
its statutory and moral obligations as a goodemployer.

Indicatorsand Targets: Employee dtitude survey - improved perception of organisation as an employer by employees as determined by employee atitude survey
following establishment of survey methods and base line information.
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Objective

Actions

Responsibility/L ead
Officer

PI’s Targets and Outputs

Timescale

Introduce modern up to date
flexible working
arrangements throughthe
adogption of Single Status
Part 3 arrangements

Complete the NJC Job evaluation
process.

Develop a pay and rewards
strategy which meets equal
pay/va ue requirements, meets
organisational requirements and
all ows the organisation to recruit
and retain key staff

Lesley Blundell

and

Debbie Large HR Manager

Percentage of Job Evaluation

interviews successully completed.

Production of ajobrank based on
the NJC JE Scheme
(Sorethumbing)

Introduction of a pay and reward
strategy based on the principles of

equal pay.

2004 target
Employee satisfaction at 69%

December 2004

April 20050
June 2005

Den/161104 - EmployeeSurvey
Cabinet

-17 -




Objective

Actions

Responsibility/L ead
Officer

PI’'s Targets and Outputs

Timescale

Introduce modern up to date | Maintain ongoing dalogue with Lesley Blundell Agreament and implementation d | June 2005
flexible working employees and Trade Unions on local provisions of Part Three
arrangements throughthe Single Status isaues National Agreement with the
adoption of Single Status and agreement of the Trade Unions
Part 3 (continued)
Reduced percentage of exit
Debbie Large surveys howing adverse
comments.
Reductionin the number of Annual
employment tribunals
(*excludes current equal pay
issues)
Reduction in number of employees
retiringearly. BVPI14
Systematically develop/ Maintain aregular dialogue with Lesley Blundell Consultation with trade unions Ongang
review/revise dl Policiesand | employees and trade unions throughappropriate mechanisms
Procedures to embrace best throughappropriate mechanisms | and e.g. JCC, at departmental level, etc
practice and upto date which will be regularly reviewed
legidlative requirements,
which reflect the cmrevalues | Review/develop the following Maggie Swinden Implementation/Communication d

of the organisation

pdlicies/guidelines:

- Redundhncy
Sexual Orientation
Age discrimination

following policies:

- ER/VR

- Redundchncy

- Employment of temporary and
fixed term workers

- Part-time working
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- Post-qualification training

Carol Wyers

Post-qualificaion training
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Objective Actions Responsibility/L ead PI’'s Targets and Outputs Timescale
Officer
Implement actionrequired in | Support the development of joint | Katy Fairley Implementation d joint services Various
relationto local and national | servicesin Learning Disabilities HR Manager SO with appropriate HR processesin
initiatives and Mental Health Services place
Assst in the implementation of Lesley Bluncell / HR Successful implementation o Various
Restructures, Partnership Working | Managers change e.g. Revised Refuse
and Best value Review collection service
Recommendations where thereis
an HR impact or other
organisational change
Reduce the number of Provide gpropriate training for HR Managers Ongang
working days lost due to managers in the operation d the
sicknessabsence pdicy
Regular training programme on Ongang
HR pdiciesand pocedures
Proactive erly intervention and HR Managers
advice
Action/advice at appropriate time April 04
Introduction of Employee
Assstance Programme
Provision of accurate and timely Maggie Swinden/Jackie Quarterly statisticsto CMT Ongang
management information Henry/HR Managers

maximise the use of COMPEL
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Objective Actions Responsibility/L ead PI’'s Targets and Outputs Timescale
Officer
Review the aurrent provision | Retender contract for Debbie Large/Lesley BVPI12 Lost time dueto sickness | April 04
of courselling services, Occupational Health Services Blundell absence:
Occupational Health and 2004 target 10 chys per employee
physiotherapy Contract to OH provider awarded
BVPI15
Develop a StressRisk Assesanent | Health and Safety Manager | Percentage of employeesretiring Feb 04

Introduction of StressRisk
Assesgment and supporting

guidelines

early onill-health grounds
2004 target 0.5%
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THEME: RECRUITMENT AND SELECTION

HRM Strategic Aims. To maximise use of resources to suppat the organisation by timely recruitment of relevant staff by fair and efficient means

Outcome: An efficient, cost-eff ective and fair reauitment and selection processwhich enables the Courril to recruit the right people to the right jobs at
theright time & the right cost which leads to enhanced owerall organisational performance and improved performancein related Performance Indicators

Indicatorsand Targets:

Indicators. - Basdineinformation oncurrent timescde for filling posts establi shed
- Cost efficiency of the R& S process
- Staff turnover
- Number of grievances/complaints relating to recruitment and selection decisions
- Average improvement in Statutory PI’s

Dem/161104 - EmployeeSurvey -22-
Cabinet



Objective

Actions

Responsibility/L ead
Officer

PI’s Targets and Outputs

Timescale

To adopt the most efficient,
fair and cost-eff ective
approach to employee
recruitment, selection and
retention

1. Developasystematic
approach to monitoring
selection decisions at al
stages of the selection
process

2. Exploreadternative
approachesto
Recruitment and
Selectioneg.
competency based
selection criteria

3. Undertake Exit
interviews to inform
future policy

4. Implement a positive
action strategy to
increase number of
employees with a
disability /from BME's

HHRM Lesley Blundell
Rec. and Selection team

Rec. and Selection team
Maggie Swinden / Carol
Wyers

Departmental Mgt/ HR teams

Maggie Swinden / Rec. and
Selectionteam

6 Monthly workforce
information reports
Improved management
information

Cost efficiency of R& S
process — benchmarking data

Alternative gproaches
explored and paper developed
for consideration

All leavers requested to
complete exit surveys; Exit
Interviews as requested.
Information fed to HRM
Divisionto inform policy
Improved results-BV116a, 17a,
17

June/ November annually

September 2004

Ongang

Ongadng
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THEME: DEVELOPING A DIVERSE WORKFORCE
HRM Strategic Aim: To help develop a diverse workforce which reflects the ajmmunity in Darlington

Outcome: Improvement of Diversity in Workforce which leads to improved performance in related Performance Indicators
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Objective

Actions

Responsibility/L ead Officer

PI’'s Targets and Outputs

Timescale

Incorporate diversity into
al HR pdiciesand
procedures in accordance
with legislation and best
practice

1. Review/reviseHR
pdicieson aregular basis
in terms of equality
legislation and best
practice.

2. Work towards achieving
the employment related
actionto the agreed level
of Equality Standard for
Local Government

3. Implement EO and Racia
Equality Anti Harasament
and Bullying Policies
/Procedures and
supporting guides

4. Utilise and further
develop monitoring
process for equality
pdiciesand aher
employment functions

Strategic/Implementation
Social Inclusion Group
/Maggie Swinden

Strategic/Implementation
Social Inclusion
Group/Maggie Swinden

Magge
Swinden/Departmental HR
Managers

Maggie Swinden

Equality legidation and best
practice in employment
isauesisimplemented

BV 12 Agreed level achieved

Policies and suppating
guides implemented

Eff ective monitoring process
isin place

To meet the timescales
specified in the orporate
mainstreaming plan

Ongadng

To meet the timescales
specified in the orporate
mainstreaming plan

To meet the timescales
specified in the orporate
mai nstreaming plan
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Objective Actions Responsibility/L ead PI’s Targets and Outputs Timescale
Officer
5. Maintain dversity /race | Carol Wyers Programme of diversity Ongdng
awareness training trainingisin place
coveringal levels of
employees.
6. Implement the Council’s | Magdie Swinden/R and Steam | Improvement BPI’s 16a, 17a, | Ongaing

pasitive action strategy to
increase the number of
employees with a
disability/ from an ethnic
group.

17
BVPI 11a/11b
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THEME: HEALTH AND SAFETY

HRM Strategic Aims. To ensure that risks to the health and safety of Courcil employees, service users and ahers from the activities and services
of the Courcil are adequately controlled in line with legidation and best practice.

Outcome: Effective management of health and safety by all duty hadersin the Courcil andin organisations providing services onits behalf.

Indicatorsand Targets:

Enforcement actions by the Health and Safety Exeautive. (Target Freedom from prosecution or served
notices).
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Objective Actions Responsibility/L ead PI’s Targets and Outputs Timescale
Officer
Establish effective health | Review the corporate health | HSM Dominic Passman Adoped revised pdicy June 04

and safety palicy and best
practice

and safety padlicy

having progressed through
appropriate development
and consultation exercises.

BVPI 2/15

Number of working
days/shiftslost by Courcil
employees due to accidents
at work. (30% by 2010).

Reduction in number of
days lost due to acddents at
work (30% by 2010)

Number of reportable
employee acidentsin the
Courxil per annum. (Target
major accidents 0% and
ongoing reduction year on
year to all others)

Number of reportable non
employee acddents due to
Courxil activities.
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Objective Actions Responsibility/L ead Pl’s Targets and Outputs Timescale
Officer
Continue with the Assist departments to Lead HSO Manager training needs March 04
development and celivery | identify health and safety identified by departments
of hedth and safety training needs for managers
training for managers
Developand cdliver HSM Dominic Passman Training programme 04/05
programmes to med SHSO Colin Morrison developed and cdivered
training needs
Introduce aformal health | Assist departmentsto HSM Dominic Passman Departmenta audit March 04
and safety audit system establi sh audit priority programme ayreed
across all departments
Conduct and report onan Lead HSO Audit reports produced for | As per 04/05 audit
agreed audit programme agreed programme programme

Continue the devel opment
of Asbestos Management
Plans

Review current asbestos
padlicy to reflect changesin
legislation and Courxcil

Produce Asbestos
Management Plans (part
one) for surveyed premises

Review the asbestos palicy

HSM Dominic Passman

HSM Dominic Passman

Asbestos M anagement
Plans (part one) produced
for al surveyed premises

Plans to be used to produce
part two and part three
Asbestos Management
Plans

Adoped revised pdicy
having progressed through
appropriate devel opment

As per survey programme

As per 04/05 programme

July 04
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practice and consultation exercises

Objective Actions Responsibility/L ead Pl's Targets and Outputs Timescale
Officer

Developand ddliver Assist departments to HSM Dominic Passman Nominated employees March 04

asbestos training to nominate enployeesin identified by departments

persons nominated to premises

manage asbestos left in

Courcil premises Develop specific training HSM Dominic Passman Spedfic training April 04

programme

Deliver specific training
programme

HSM Dominic Passman

programme devel oped

Spedfic training
programme delivered

As per 04/05 programme

DevelopthelIntranet asa | Continueto updite HS HSM Dominic Passman Access by PC usersto On-going
health and safety information onthe Intranet relevant HS documentation
management toal
Use the Intranet where All HSO's Incressed awareness of HS | On-going
appropriate in respondngto systems and daumentation
requests for advice andasa
tod duringtraining
Developrisk management | Developand dssminate a | HSM Dominic Passman Generic set of stressrisk Feb 04

initiativesin relation to the
following areas:

Stress
Slips/Trips and Falls
Muscloskeletal Disorders

set of stressrisk
asessments

HS Unit to represent DBC
on NEREO workgroups
looking at sharing best

HSM Dominic Passman

assessments for use & a
management tool

Inpu into development of
DBC initiativesin the
priority risk management

As per risk management
programme
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Workplace Transport

practicein the priority risk
management areas

areas

Objective Actions Responsibility/L ead Pl’s Targets and Outputs Timescale
Officer
Establish a Planning Developand cHiver a SHSO Colin Morrison Provision d aPlanning From Jan 04

Supervisor functionwithin
the HS Unit as requested
by Community Services
Department

Planning Supervisor service
to Community Services
Department

Supervisor service to
Community Services
Department
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THEME: WORK BASED LEARNING FOR YOUNG PEOPLE

HRM Strategic Aim: To raise participation and achievement of the young people of Darlingtonin post 16 learning programmes.

Outcome: Y oung people who are adequately prepared to engage in the employment market or to go orto further training / education.

Indicatorsand Targets:

Increase percentage of school leavers enteringwork based training

Number of learners gaining qualifications /gaining employment /entering further training /education
Number of learners entering the new Entry to Employment (E2E) programme

Learning and Skills Courcil and Adult Learning Inspectorate ratings - maintain and improve upon existing levels
New members of staff fully qualified in NVQ, Key Skills and Basic Skills delivery

Objective Actions Responsibility/Lead PI's Targets and Outputs Timescale
Officer

Attract participation o post | Introduce new recruitment All Unit employees Increase the number of schod

16 schoal | eavers drive using various marketing leavers entering the work August 2004
methods based training programme

Retain learners until Provide relevant and All Unit employees Positive outcome of attaining | On going

completion d the training st