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HUMAN RESOURCE STRATEGY

2004 – 2007


Introduction

Salford City Council is committed to improving the lives of the people of Salford and this is reflected in our mission statement and pledges We want to make Salford a place where people want to live, work, learn and visit and invest.

We believe that aims and our pledges are ambitious but achievable with the right resources and effective planning. Our aim is to continuously improve everything we do through supported and managed change. A crucial element of this process is our strategy for people – those who deliver the essential services to our most important asset, our customers – the people of Salford.

The strategy provides a framework for improvement and success to be delivered through our employees with appropriate support and encouragement. 

We want to make Salford Council an employer people want to work for and be proud of.

The Strategy

This strategy has been developed to ensure we provide customer focused high quality services to the people of Salford.

It will:

· Determine the kind of employer we want to be 

· Set out how we aim to achieve this, 

· Reinforce our brand 
· Provide a clear statement of our expectations and commitments
The strategy is designed as a framework and sets out the contribution of effective people management to achieve the Council’s aims and objectives. 

The strategy has three key improvement areas, which have been shaped by the views of employees, elected members and trade unions.
Workforce profile 

We have a complex mix of occupations and working practices. Some key workforce data is as follows:

· Women make up 67% of the overall workforce of those, approximately two thirds are concentrated in the traditionally female roles e.g. care, cleaning, catering and clerical roles.

· Women currently represent 35.6% of the top 5% of earners within the Authority.

· The majority of the workforce is white – 90%.

· Just over 1% of the workforce has declared that they meet the DDA 1995 disability definition.

· The age profile shows that 10% of the workforce is under the age 25.  The majority of employees are within the 36 – 50 age band.

· Approximately 30% of the workforce work less than full-time hours.

· The average length of service is 9 years.  A significant proportion – 30% have less than 2 years service.

· The number of working days lost to sickness absence whilst reducing, remain excessive at 10.71 days per person.

The strategy in context


	Mission Statement 

“Creating the best possible quality of life for the people of Salford”

Pledges
· Improving Health

· Reducing Crime

· Investing on Youth

· Promoting Inclusion

· Learning & Creating

· Enhancing Life 

· Creating Prosperity

Cabinet work plan

· Customer-focussed service improvement

· Increased member and public participation

· Improving the City’s Image 
Partnership working


	The purpose of the strategy:

This strategy will make a direct contribution to achieving the Council’s mission statement, Council pledges and Cabinet work plan.



	
	This contribution will be:

· To attract, develop and retain the people we require.
· To ensure we have the present and future skills, knowledge and competences we require.
· To work in partnership with others to improve services. 
· To support individual performance improvement at all levels
· To enable timely and effective communications and consultation
· To promote a culture that is receptive to change and responsive to the key influences and challenges we face.



	
	Outcomes: 

Ultimately we will have:

· A motivated workforce with the right skills, knowledge and attitudes to deliver customer focussed quality services

· A workforce fit for purpose both now and in the future


What we have learnt 

Through discussions and feedback involving elected members, employees at all levels and the trade unions a range of important issues have been identified and these have helped to shape the strategy and the development of the improvement programmes.

The main issues are:
Recruitment and Retention 

Diversity in the workforce

Customer care

Flexibility in working practices

Reward and recognition for good work

Improving leadership at all levels 

Communications

More effective corporate working

Personal training & development & performance

Health and wellbeing 

Expectations and Commitments

The strategy is based upon the joint delivery of expectations and commitments.  The following diagram illustrates what this means.  

	


	This strategy is underpinned by individual expectations as to how we, as employees, want to be treated and regarded at work.

The Council also has expectations of how we, as employees, should behave and perform.

As individuals we, as employees, will commit to behave and perform in a way that delivers the council’s objectives

In return the council’s will commit to support, develop, reward and protect each of us, as employees, to achieve the council’s objectives.




Characteristics of the way we will work

The above expectations and commitments can be translated into the characteristics of how we will behave and perform to achieve success
We will be:

· Leaders at all levels

· Customer focused

· Performance orientated/continuous improvement 

· Empowered and enabled

· Diverse & inclusive

· Working in partnership

Supported by:

· Policies

· Practices

· Systems

· Skills
Key improvement programmes

The key HR improvement programmes that Directors will progress to support the values and characteristics are themed into 3 areas:

Leadership

· Creating the environment

· Managing performance

· Managing change

· Working in partnership

Customer Care

· Induction
· Frontline skills
· Listening and learning
· Handling complaints 
· Access & inclusion
· Reinforcing the brand
Diversity & Inclusion

· Valuing diversity
· Representative workforce
· Flexible working
· Equality standard
Delivering the strategy

The above improvement programmes are identified as those that must be applied corporately to achieve improvement.  In addition, Directors will use the HR Strategy as a framework for addresssing workforce pressures within their service which will form Directorate Workforce Strategies linked to the service planning process.

Review

The strategy will be reviewed annually to monitor progress and take account of feed-back received via analysis of the workforce profile data, the annual staff survey, Directorates, Elected Members, Trade Unions and other partners
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Note





This is a working document based upon the Human Resource Strategy Framework considered by the Cabinet.





As such it is subject to further amendment in the light of consultation.











Individual Expectations








ITEM No. 9








PAGE  
1

