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HUMAN RESOURCE STRATEGY: 
OUTCOMES 2004 - 2007

The following schedule summarise the main improvement programmes and skill sets established to support the implementation of the Councils Human Resource Strategy and includes the actual outcomes, completed tasks and additional related work undertaken.
The following indicators can be identified as making a direct contribution to improving services to the people of Salford.

1. Better skilled and competent manages making better decisions about planning, doing and evaluating work. 
2. More confident managers better equipped to manage resources and deliver improved services. 
3. Improved understanding of the workforce of the needs of a diverse community leading to more customer focused services. 
4. Higher levels of attendance providing more resources to deliver services to the people of Salford = contributing to improved performance indicators 
5. Improved recruitment and selection arrangement leading to, an increase in the number of local people securing jobs, fewer vacancies and less delays in service delivery
6. Increased workforce skills including Skills for Life

The HR Strategy was designed to link together the key elements of:

· Policies

· Practices

· Systems and 

· Skills

as the building blocks for implementation.

The approach to implementing the improvement programme had three main themed areas:

· Leadership 

· Customer Care

· Diversity and Inclusion

In addition a key component of the HR Strategy was to involve a number of important capacity building programmes which would run in parallel. These are summarised in the following tables also.

HUMAN RESOURCE STRATEGY: OUTLINE PROJECT PLAN 2004 - 2007

KEY IMPROVEMENT PROGRAMME: LEADERSHIP

SKILL SET: COMPETENCY FRAMEWORK

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	COMPETENCY FRAMEWORK

The establishment of clear standards of expectations in relation to individual knowledge, skills and behaviour.
	A clear understanding of the required standards for each employee to carry out their job effectively.

An objective basis for assessing personal development needs.

A means by which personal performance can be assessed and continuously improved.

An ability to plan for individual career development and succession planning
	· Review and refresh the ‘Salford manager ‘ competencies

· Identify underpinning skills

· Design and deliver assessment for development centres to identify development needs for all managers.


	· Minimum standards or competency levels will be linked to job descriptions and person specifications. 

· Training and development will be aligned to competencies.

· A range of training and development opportunities will be established to address individual training needs.
	· Competencies introduced for all staff. Integrated into appraisal process.

· Pilot use in recruitment through the clerical/admin pool to increase access to jobs for local people.

· Assessment for Development Centres have been running since 2005 (see below).
· 13 new courses designed and delivered to support the competency frameworks and individual training needs




KEY IMPROVEMENT PROGRAMME: LEADERSHIP

SKILL SET: COMPETENCY FRAMEWORK

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	DEVELOPMENT CENTRE
	The establishment of a credible method of assessing individual performance, knowledge and skills to ensure continued personal development and targeted training and support.


	· Establish techniques to objectively assess performance/knowledge against competencies.
	· A means by which the training need of employees are objectively identified.


	· Introduced as part of the Transform IN Salford management development programme (see below). In 2007/8 we will reconfigure the centres so they can be used independently and for recruitment.



KEY IMPROVEMENT PROGRAMME: LEADERSHIP

POLICY: SUCCESSION PLANNING

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	SUCCESSION PLANNING
Using succession planning to complement recruitment and management development programmes
	Provides a means for ensuring that the best use is made of existing staff before considering external recruitment

Effective succession planning can have a positive effect on staff morale and retention.
	· Undertake research into succession planning models.

· Develop a model for Salford, including consultation with Directors and trade unions.

· Consider the interface with recruitment, management development, appraisal and development centres.


	· Succession planning to form part of a “menu” of recruitment options
	· Pilot succession planning model in Environment. And IT.
· Needs to fit with competency framework


KEY IMPROVEMENT PROGRAMME: LEADERSHIP

POLICY: REWARD & RECOGNITION

	Project
	Benefits 
	Action
	Desired Outcome
	Links

	REWARD & RECOGNITION

Supporting corporate priorities through a framework for reward and recognition
	Reinforcement of corporate priorities

Improved staff morale

Improved staff retention
	· Undertake a review of best practice in reward and recognition strategies 

· Undertake focus group work with staff to obtain their views about reward and recognition 

· Develop recommendations and consult with Directorates. 

· Implement agreed action plan
	· A flexible and consistent approach for Directorates towards reward and recognition.

· An understanding of what employees wish to be rewarded for and how.
	· Review and focus groups undertaken.
· Framework agreed with Directors October 2005.
· Each service to determine its own approach consistent with the framework.
· Needs to be reviewed when City Council ‘values’ are agreed as reward and recognition will be a key driver.



KEY IMPROVEMENT PROGRAMME: CUSTOMER FOCUS

SKILL SET: CUSTOMER FOCUS
	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	CUSTOMER FOCUS
	Placing the customer first will support the continuous improvement process; improve our image, and reputation.

This approach will reinforce the key characteristics we are trying to establish.
	· Provide customer care workshops for front-line employees commencing September 2004

· Train managers to support effective handling of complaints.

· Identify training programme designed to maximise learning from Best Value Reviews and other service developments to maximise organisational learning.
· Provide training for Best Value Review Teams and others engaged in BV/CPA work – as required
	· All staff will have an understanding of the importance of customer care and their personal contribution.

· Minimum standards of behaviour will be established for all staff.
	· The competency framework includes the competence ‘customer care’ for all staff.

· To March 2007, 434 front-line staff have undertaken customer care training.
· 78 managers have undertaken a related coaching skills course to support them in driving up customer care standards.

· Further courses are planned to meet demand (as identified through appraisal in relation to the ‘customer care’ competence)
· The e-learning materials we have available to all staff includes the following relevant skills areas

· body language
· questioning skills 
· listening skills

· personal effectiveness



KEY IMPROVEMENT PROGRAMME: CUSTOMER FOCUS

POLICY: RECRUITMENT & RETENTION

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	RECRUITMENT & RETENTION
To provide a rapid and responsive approach to recruitment and retention
	Increase in the number of applications from high quality candidates

Alleviate problems in existing skill shortage areas.
	Retention:

· Review the existing arrangements for collecting exit data 

· Implement a common approach across directorates Provide analysis of exit data 

· Undertake research with existing staff 
Process:

· BPR review of recruitment process to identify areas for refinement

· Explore potential to use SAP recruitment module 

· Develop Intranet based guidance 

Advertising:
· Identify how to improve the quality/style of job ads Improve provision of management data re response rates Explore how diversity can be addressed 

Practice:
· Develop a menu based approach so that there are options as to the best way to recruit to certain jobs

	· A better understanding of the reasons why people leave and what would make them stay.

· Ability to identify trends.

· An efficient and responsive administrative process for handling vacancies.

· Increase in the quality and number of applicants

· More informed decisions on choice of media

· Better use of advertising budget

· Increased employment opportunities for local people.

· Reduced recruitment advertising costs.

· Develop potential and make best use of existing employees
	· Improved internet access including on-line Bulletin, semi on-line application and job alert facility

· Options approach designed

· Successful open day style recruitment and pre-employment training for Learning Disability support workers.

· Pooled approach to admin recruitment.

· Supported “Introduce a friend” scheme in Urban Vision


	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	Workforce Statistics 


	Availability of reliable and up to date information for decision making, planning and reporting
	· Develop systems to ensure up to date and accurate employee information is available.

 
	· The availability of accurate and timely management  information to facilitate decision making, planning and reporting
	· Organisational structure up to date.

· Responsive management information service available.

· Pro-active approach via workshops for service managers.

· Staffing profile published on intranet.



	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	Workforce Development Planning


	Provide the basis for future planning in terms of resources and service planning
	· Develop a framework for WFP within the Council 
	· The development of a framework or methodology to assist the Council as a whole and Directorates at the service level in determining its future service delivery strategy.
	· Framework established in collaboration with North West Employers.
· Pilots in Children’s Services and Community Health and Social Care in early stages.




KEY IMPROVEMENT PROGRAMME: CUSTOMER FOCUS

POLICY: ATTENDANCE MANAGEMENT

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	ATTENDANCE MANAGEMENT

A review of the arrangements for managing sickness absence in respect of the policy, systems and support mechanisms.
	Improved attendance will result in

· an increase in available resources

· improved service delivery by reducing delays and increasing availability and access to service

· reduced pressure on team members providing cover for absence


	· Make amendments to the arrangements for recording sickness to ensure robust data collection.

· Ensure relevant staff are trained in the new procedures.

· Improve the sickness reports provided to Directorates.

· Review and amend the policy to ensure more timely intervention, including TU consultation.

· Training and briefing sessions for managers to reinforce policy application.


	· Timely and accurate updating of sickness data

· Access to accurate and meaningful sickness data for managers

· A best practice fit for purpose policy

· Managers enabled to manage sickness absence
	· Simplified on-line reporting process has improved data.

· Quarterly absence workshops with services to identify trends, hot-spots etc.

· Reduction in sickness absence from 14 days to just over 10 days and new BVPI target set.

· Continuing training for managers on policy.

· Recent amendments to take account of disability related absence.

· Award for Best Absence Management Strategy from Pay Magazine.
· Highlighted as best practice in IDS study on managing absence.



KEY IMPROVEMENT PROGRAMME: CUSTOMER FOCUS

POLICY: INDUCTION

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	INDUCTION
A standard level of induction for all new employees ensuring better understanding of the council’s priorities, cross-directorate working and understanding of key issues, leading to improved performance.
	In addition to the service specific induction arrangements all new starter will have an awareness of the full range of services provided by the council, the Council’s pledges to the community and the other partners involved.


	· Revise and publish corporate induction policy.

· Provide and maintain e-delivered corporate induction programme.

· Provide regular induction sessions a year for all new starters.

· Support Directorates in the development of local induction models.


	· All new employees will receive information to ensure a consistent level understanding of the Council its priorities and its partners.
	· An e-learning induction package is available for all staff. Approximately 150 staff a year access the programme.

· Some Directorates also have e-learning induction programmes

· Proposals for a further standardisation of induction are under consideration.




KEY IMPROVEMENT PROGRAMME: DIVERSITY & EQUALITY

POLICY: HEALTH & WELLBEING

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	EMPLOYEE HEALTH & WELLBEING

The strategy will assist the organisation to deliver on its pledges by improving attendance and increasing the availability of resources.
	· A healthier workforce will more positively contribute to the achievement of the councils and directorates priorities by being more effective, efficient and cost effective.
· A healthier workforce will mean improved productivity, motivation and employee satisfaction
· A healthier workforce will contribute to reducing sickness absence levels.
	· Identify and evaluate the main causes of sickness absence where improvements are required.
· Undertake an assessment of the current measures in place to improve health & wellbeing. 
· Work with the PCT and other partners to identify the most effective areas for improving the health and wellbeing of the workforce.
· Develop a plan to deliver a range of health & wellbeing initiatives during the current year.
· Identify and review the existing policies and practices which contribute to the health and wellbeing of the workforce, e.g. flexible working, family friendly, Homeworking etc. 
· Consider other ideas to improve attendance. 

	· The development of a range of health improvement initiatives for all employees.
· A reduction in the levels of sickness absence.
· Improvements will be monitored in relation to employee satisfaction and sickness absence.
· Increased motivation and reduced stress
	· ‘Choosing Health’ initiative has been launched, focussing on diet, smoking, exercise and stress.
· Second staff survey currently underway to understand the impact of initiatives.

· Stop Smoking Advisor available for all staff 2-days a week throughout 2007.

· Each Directorate has a ‘Choosing Health’ action plan which is monitored at a corporate group

· A wholesale review of occupational Health services has been undertaken and improvements in a number of areas (e.g. access to counselling and therapies) have been implemented. Other areas to be completed.



	
	
	
	
	· Quarterly meetings with all Directorates to advise on trends, hotspots etc.
· Additional occupational health nursing resources recruited.

· Revised Smoking Policy to comply with new legal requirements and improve effectiveness.

· New Substance Misuse Policy.

· Sickness absence reduced from 11.53 days in 2003/4 to 10.96 in 20067.
· New sickness absence recording and monitoring arrangements have improved the statistical data available to support attendance management in services.



	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	Health & Safety Improvement Plan


	A healthier and effective workforce.

Improved H&S performance
	· Review and revise the organisational arrangements for the management of H&S.

· Develop and implement arrangements for the measuring and monitoring of H&S performance by Directorate and overall.

· Update all H&S related information and guidance and develop web based arrangements for access and up dating.
	
	· Completed and being updated again to reflect new organisational changes as discussed. Need to included partnering changes, client side liabilities; new legislation (CDM2007 etc) Outstationed model in place
· Systems audits done, high level issues identified, directorate improvement plans in place. Premise inspections underway nearly completed 
· Web site in place; updated weekly; new policies implement on that site, now used as popular central resource by all directorates.



KEY IMPROVEMENT PROGRAMME: DIVERSITY & EQUALITY

SKILL SET: DIVERSITY & INCLUSION

	Project
	Benefits 
	Action
	Desired Outcome
	Actual

	DIVERSITY & INCLUSION

Enable employees to better relate to the needs of an increasingly diverse community and improve performance against relevant BVPIs


	Greater understanding and valuing of cultural differences.

Improved image of the City as a place where everyone can live and work.

Improving community cohesion.

Delivery of culturally sensitive services.
	· Develop initiatives to increase equal opportunities, diversity and inclusion in employment and service delivery .

· Increase access to Council buildings and services for disabled people.

· Provide training in relation to equal opportunities diversity as agreed in the training strategy.

· Support the achievement of Level 2 Equality Standard by April 2005

· Establish a range of flexible working arrangements.
	· A workforce that understands the diversity of the city and its implications for service delivery.

· An organisation capable of meeting its statutory obligations

· Increased diversity of the workforce at all levels


	· Level 2 Equality Standard achieved.
· % Disabled staff from 1.39 in 2004 to 2.2% in 2007.

· % BME staff from 1.98 in 2004 to 3.02% in 2007.

· The % of authority buildings open to the public in which all public areas are suitable for and accessible to disabled people was 37.75% in 2004 and 51.92% in 2007.
· Training programme ongoing. To date attendances are;

Awareness : 1500

Customer Service : 450

Management : 205

· Programme of Equality Impact Assessments established and being carried out. An e-tool purchased to record and standardise the EqIA process.


	
	
	
	
	· Diversity Leader structure set up to provide help, advice and challenge on diversity issues. Currently  Diversity Leaders have been trained,

· Staff groups for BME, Disabled and LGT&B staff established.
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