Members will recall that at a previous meeting Directors were to provide draft information for inclusion in the Best Value Performance Plan for 2001 / 02.

Information in respect of Personnel Services is set out below.

Members will of course appreciate that at this stage the report is still in draft form and may be subject to further changes following the outcome of consultations.

2001 / 2002 Best Value Performance Plan

Link to 10 Year Plan

Personnel Services provides a combined strategic and operational support service which is designed to assist the Authority through its people to achieve its corporate aims and objectives. The function is organised and the services delivered to support other Directorates effectively in addressing all of the Council's corporate objectives.

Achievements in 2000 /01

Note:
2000 / 01 performance information is based on the first quarter of the year only and will be updated during the year as information becomes available.

· Level 1 of the CRE Standard achieved

· [NB progress towards Level 2 to be monitored in March 2001]

· 18.18% of Senior Management posts were filled by women

· [NB 1: Given the small number of posts in the relevant group the figures are disproportionately affected by relatively small changes in the group’s composition. At the time that this sample was taken  there had been a number of women who had left senior posts. Support will continue to be offered to female employees to enable them to compete for the highest positions in local government employment.

· [NB 2: Members will note below that the definition for this indicator has been clarified by the Audit Commission since it was originally set. We may need to revise the indicator and targets when the revised definition has been confirmed]

· 13.61 working days per employee were lost to sickness absence

· [NB: This compares with a target of 10.84 days for the 2000 / 01 year and shows an improvement over the 14.33 days for the full year 1999 / 2000]

· 1.67% of the Council's total workforce declares that it meets the Disability Discrimination Act definition of being disabled

· [NB: The target set for 2000 / 01 is 2%. It is hoped that more accurate information will be available to enable better monitoring of this information following the introduction of the SAP Information System]
· 1.1% of the Council's total workforce declares that they come from ethnic minority communities 

· [NB 1: The target set for 2000 / 01 is 1.5%. It is hoped that more accurate information will be available to enable better monitoring of this information following the introduction of the SAP Information System]
· [NB 2: The 2001 Census results will be available before the end of the 5 year BVPP period which will provide a better information base for comparisons]

Other Matters

· Negotiated agreement on changes to terms and conditions of employment following trade union ballots

· Introduction of arrangements to monitor the number of racist incidents notified to the Authority

· Lead role in standardising police pre-employment checking for candidates for posts with access to children 
Future Pledges

In 2001 / 02 we will:

· Continue implementation of Single Status e.g. preparation for Job Evaluation

· Continue implementation of Attendance Management arrangements

· Work in connection with Fair Funding for services to Schools

· Continue implementation of e-merge/Information Society initiatives

· Monitor the effectiveness of the Corporate Equality of Service Delivery Policy.

· Maintain a minimum level 1 and 2 of the CRE Equality Standard and work towards the long term target of achieving Level 5

· Introduce measures to improve performance on those indicators over which the Authority has direct control (e.g. attendance management; attracting employment applications from suitably qualified and experienced members of ethnic minority and disabled communities; continuing to make available training opportunities for female employees.)

· Work towards achievement of IIP accreditation.

· Evaluate options for the market Testing of Personnel Services as part of the Best Value process.

Note:


The Audit Commission has clarified the definition of several indicators and has consulted on the introduction of some revised or new indicators - we may need to re-examine some of our indicators in the light of this clarification and consultation exercise.

Performance Indicators

The attached appendices show performance 2000/01, and targets for 2001/02 and 2004/05 for those indicators which it is possible to represent in this way.

(Information base for 2000 / 01 is Apr- June 2000)

Best Value Reviews

Personnel Services Best Value Review programme will be revised if necessary to complement the City Council's 3 year Budget Strategy. The directorate is prepared to reprioritise its commitments to ensure any revisions to the current Best Value Review programme is achieved using the City Council framework for undertaking best value reviews. 



















