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1.0 SUMMARY OF THE REPORT 
 
1.1 Following the Wales Audit Office (WAO) audit in March 2016 outcomes were 

considered to be ‘Adequate’ with the summary in the report stating ‘The Council has 
made good progress in improving the services provided by its Human Resources 
(HR) function, but there remains scope to further develop arrangements for 
workforce planning and performance monitoring.’  

 
1.3  The HR service continues to implement the recommendations using benchmarking 

and best practice from external stakeholders. 
 
 

2.0 RECOMMENDATION(S) 
 
2.1 That Scrutiny Committee notes the content of the report and progress made to date. 
 
2.2 That the Scrutiny Committee identifies any further information they would like to 

receive. 
 
2.3  That the Scrutiny Committee identifies priorities which can be taken into account by 

Cabinet in developing budget proposals. 
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3.0 INTRODUCTION AND BACKGROUND 
 
3.1 Members of Scrutiny have asked for this report to be presented to them. Scrutiny are 

asked to consider the report and establish if there are any further elements they 
would like to be considered as part of the project plans. Scrutiny is also asked to 
consider the evaluation from the Managers Academy and if there is any specific 
management data it would like to view. 

 
3.2 Member of Scrutiny are asked to consider the following. 
 

 Contrast and compare the WAO proposals for improvement in the report. 

 Comment on the single points of dependency across the Authority – how 
much of a risk is this in terms of capacity and capability of the Authority 
(workforce planning). 

 An update on corporate sickness absence statistics over the last 3 years and 
work that has been undertaken in relation to work related stress absences.   

 The quarterly report on agency staff employed by the local authority including 
financial details / costs. 

 
 

4.0 WHERE WE WERE  
 
4.1 In March 2016 the WAO undertook the HR Review. The WAO made a number of 

proposals for improvement for the human resource service and function for the 
Council. These are:- 

 

  The Council should roll out training for all managers on new HR 
policies and procedures and implement the planned Managers’ 
Academy. 

 

  The Council develops a strategic overview of the workforce 
implications of its service change proposals to better identify 
opportunities for redeployment and retraining, and facilitate more 
‘joined-up’ planning across service areas.  

 

  The Council strengthens its mechanisms for recording and reporting 
performance against its key human resources and workforce 
indicators  

 
 

5.0 WHERE WE ARE NOW  
 
5.1 WAO Recommendations 
 
5.1.1 The first Management Academy undertaken by the Council ended in November 

2018. An evaluation exercise was undertaken with view to undertake similar 
schemes and activities in the future. The Council is keen to reinforce the new skills 
acquired through the introduction of a management competency framework which 
will help them to consolidate their learning, and to pass their expertise to new 
cohorts of the programme including first line managers. Essentially the learning has 
demonstrated that management need to think differently, particularly in relation to 
achieving financial savings and exploiting new commercial opportunities. The results 



of the evaluation exercise are attached as a background paper 1 for consideration by 
Security Members. 

 
5.1.2 The Organisation Development Strategy and Workforce Plan was approved by 

Council on the 27th June 2018. Work is still required to implement the Plan.  The 
Plan is currently being reviewed by holding a workshop with CMT to identify the key 
Organisation Development initiatives that need to be in place to support the current 
work being undertaken by the Council. The Plan has to focus on the main 
Organisation Development practices to ensure the right frameworks are in place to 
support the organisation and workforce during this time.  This is a considerable step 
forward in delivering the remaining two recommendations.  

 
5.1.3 Focus on your Performance has undergone a review by obtaining feedback from the 

Senior Leadership Team.  Managers felt that they didn’t want to make any changes 
at this time as it was still a ‘new’ process.  Further training sessions were offered to 
staff in April/May 2019 to refresh skills or to support managers that had not used the 
process previously.  The training was well received and managers were keen to start 
embedding the process with their teams.  Further work is still required to embed this 
with all areas and a top down approach. 

 
5.2 Single points of dependency (SPOD) 
 
5.2.1 Departments have themselves identified if there is a single point of dependency and 

highlighted it as part of their risk register. As part of the corporate Voluntary Early 
Retirement/Voluntary Redundancy process a number of single points of dependency 
have been identified. Each applicant was required to complete a skills questionnaire 
within the application. This identified the main key elements, tasks and purpose of 
the role, key meetings that the applicant attends to enable the role to be carried out, 
the key groups that the applicant is a member of, any specific qualifications held 
which are essential for the role, specific tasks and any projects or initiatives that the 
applicant does which sit outside the job role. Where a SPOD has been identified the 
workforce development team will assist the department to allow for the transfer of 
knowledge or skills during the employees notice period.   

 
5.3 Corporate Sickness 
 
5.3.1 The figures in relation to corporate sickness have increased during 2017-2018 as 

can been seen in the background papers 2 and 3. The sickness monitoring process 
has changed and long term sickness is not monitored as it was, we have also 
improved our sickness recording, so the two factors have attributed to the higher 
sickness levels in 2017/18. There was more than a 20% variance in sickness for 
2017/18, compared to the previous year. 

 
5.3.2 The Council publishes its sickness data as requested by the Welsh Government. 

The link for the data can be found here: 
http://www.mylocalcouncil.info/Data.aspx?id=_00PH&cat=14904&data=934&lang=en
-GB 

 
5.3.3 The sickness report systems have previously never recorded corporate sickness 

breakdown from work related sickness to other sickness. Measures were put in place 
in October 2019 to amend the systems so that work related stress can be recorded 
as a separate entry. There has now been a working group set up within HR to 

http://www.mylocalcouncil.info/Data.aspx?id=_00PH&cat=14904&data=934&lang=en-GB
http://www.mylocalcouncil.info/Data.aspx?id=_00PH&cat=14904&data=934&lang=en-GB


establish what other forms of work related absences need to be recorded as a 
separate entry on the systems. 

 
5.3.4 In terms of absences that have been recoded as stress related the details for the 

past three years is as follows:- 
 

 2016-17 – 182 staff 

 2017-18 – 181 staff 

 2018-19 – 216 staff 
 
5.3.5 The department has facilitated as number of initiatives across the authority to assist 

staff with their workplace wellbeing.  These initiatives have not to date been 
evaluated to establish if they have been effective for staff. 

 

 Run a bi-annual stress/wellbeing survey.  

 Mindfulness Training was undertaken by Working Skills for Adults 

 Stress Control Workshops run by Valleys Steps 

 Wellbeing Wednesday sessions  

 A telephone counselling service that all staff can access 

 DWP Able Futures scheme 
 
5.4 Agency usage. 
 
5.4.1 The Council operates a contract with Pertemps for agency labour to be supplied to 

the Council, as one of the UK's largest recruiters Pertemps provides temporary 
staffing solutions for the Council, however there are a number of Pertemps staff that 
have been placed with the Council for a considerable number of years. 

 
5.4.2 Management data in relation to staff placements is provided to the Council on a 

weekly and monthly basis. Below is the costing data for this financial year to date. 
Due to the recruitment freeze that was implemented these costs have increased, it is 
likely that these costs may remain high until the recruitment freeze is lifted. 

 
5.4.3 The table below shows the agency costs by directorate for this financial year from 

April to July 2019. 
 
 

Directorate Apr-19 May-19 Jun-19 Jul-19 
Total for 
Period 

People and 
Performance £38,055.85 £47,984.94 £47,239.81 £45,787.12 £179,067.72 

Place and 
Transformation £88,656.91 £116,766.49 £93,441.61 £99,059.33 £397,924.34 

Totals £126,712.76 £164,751.43 £140,681.42 £144,846.45 £576,992.06 

 



5.4.4 The table below shows the agency costs by section for this financial year from April to 
July 2019. 

 

Section Apr-19 May-19 Jun-19 Jul-19 
Total for 
the period 

Benefits £1,678.32 £2,264.40 £3,067.64 £2,264.40 £9,274.76 

Bereavement  £7,503.31 £9,924.87 £9,867.01 £9,924.87 £37,220.06 

Day Services, Older 
People £5,703.02 £11,981.89 £10,735.09 £11,981.89 £40,401.89 

Employability £1,154.59 £1,286.62 £1,115.30 £1,015.56 £4,572.07 

Environmental Health £3,979.55 £3,600.72 £2,038.16 £1,994.21 £11,612.64 

Fostering and Adoption £1,658.07 £1,651.86 £1,838.16 £2,123.82 £7,271.91 

Highways and 
Engineering £5,091.50 £4,778.44 £4,600.63 £3,846.89 £18,317.46 

Home to 
School/Subsidised Trans £725.40 £967.20 £870.48 £725.40 £3,288.48 

Inclusion £827.42 £1,276.96 £892.56 £0.00 £2,996.94 

Initial Support Services £4,462.61 £1,095.45 £2,535.73 £2,218.34 £10,312.13 

Leisure Culture 
Development £613.94 £1,095.45 £1,016.76 £716.90 £3,443.05 

Lifeline and CCTV £3,761.08 £6,748.57 £6,295.81 £4,837.71 £21,643.17 

Parks and Grounds 
Maintenance £8,418.46 £9,921.84 £6,230.09 £12,080.17 £36,650.56 

Refuse and Waste £49,173.74 £67,348.48 £49,999.29 £53,936.33 £220,457.84 

Revenues £2,750.49 £3,905.45 £3,769.52 £2,413.14 £12,838.60 

School Information £1,746.02 £2,126.24 £1,928.44 £1,828.50 £7,629.20 

Street Cleansing £4,961.12 £6,211.07 £4,898.62 £4,307.73 £20,378.54 

Supported Housing £22,504.12 £24,352.61 £26,875.70 £24,955.57 £98,688.00 

Childrens Social Services 
and Safeguarding £0.00 £654.01 £1,318.83 £0.00 £1,972.84 

Economic Development £0.00 £0.00 £787.60 £1,265.17 £2,052.77 

Property and Estates £0.00 £0.00 £0.00 £1,834.99 £1,834.99 

Wellbeing and Early 
Response £0.00 £0.00 £0.00 £1,237.76 £1,237.76 

Totals £126,712.76 £161,192.13 £140,681.42 £145,509.35 £574,095.66 

 
 
5.4.5 PAWS (Pertemps Applicant Workflow System) is Pertemps latest online 

procurement system, enabling the Council to order Pertemps staff using a simple 
and secure electronic catalogue. It is an end-to-end web based solution for the entire 
recruit to hire process including: ordering, resource utilisation, timesheet 
management, reporting and billing. The system was implemented in January 2019 
for the Council following staff training. This had greatly improved the management 
data available for the Council to consider the full use of agency labour as part of 
workforce development. 

 
5.4.6  As per the Review of Peripheral and Agency Staff, presented to Cabinet in 2017, the  

following actions have been taken: 
  



  HR and Organisational Development have authority to control and veto requests 
for peripheral staff using the PAWS system where necessary. 

  All vacancies currently filled by agency staff are reviewed weekly by HR and Trade  
Unions 

  Collaborative work on the use of peripheral and agency staff is reviewed 
collectively on a regular basis by management and Trade Union colleagues. 

  Positions which are currently occupied by agency staff are used first to consider 
another an employee who may be identified as being ‘at risk’ of potential 
redundancy. 

  The Council is currently undertaking a review into alternative methods of engaging 
peripheral staff. 

 
 

6.0 WHERE WE WANT TO BE  
 
6.1  To be adequate or above in all areas of work undertaken by the department.  
 
6.2  To provide managers with all data they require in order to manage their workforce 

effectively.  
 
6.3  To ensure that succession planning is fully embedded into the Council.  
 
6.4  To ensure that performance management and an appraisal process ‘Focus on Your 

Performance’ is fully embedded into the Council. 
 
6.5 To ensure that the Organisation Development Strategy and Workforce Plan is fully 

embedded into the Council. 
 
 

7.0 WHAT WE NEED TO DO NEXT  
 
7.1 For departments that are new to Performance Management, we will continue to offer 

training to both managers and staff based on setting and reviewing objectives. 
Training will be available during the objective setting, mid-term review, and end of 
year processes.   

 
7.2 Focus on My Performance (Staff) 2nd May 2018 Council approved the scheme and 

accompanying documents. Another review of the scheme will be undertaken in April 
2020 with focus groups to obtain feedback from staff and line managers to ensure 
that the new process is fit for purpose and suits as many job roles as possible.  

 
7.3 The Organisation Development Strategy and Workforce Plan was approved by 

Council on the 27th June 2018. Work is still required to update the plan to ensure it’s 
relevant to support the Organisation during the rest of this financial year and then 
review the Plan in April 2020. 

 
7.4 The Stress Survey in 2017 highlighted the three main ‘stressors’ as being Demands, 

Management Control, and Change Management. The report has helped to establish 
a baseline across departments. The Council undertook a second stress survey in 



August 2018, these results are currently being evaluated and a report will be 
presented to Council for consideration.  

  
 

8.0 CONTRIBUTION TO WELLBEING OBJECTIVES 

8.1 The department assists other service areas to meet their Wellbeing Objectives and 
respective plans and strategies. 

 
ELLIS COOPER 
INTERIM CHIEF EXECUTIVE 
 

COUNCILLOR ANDREW BARRY 
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Does the report contain any issue that may impact the Council’s 
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