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Service Purpose

The purpose of the HR Service is to optimise the contribution of Ealing Council employees, and thereby support and improve services to the people of Ealing.    This supports the vision encapsulated in Ealings’s People Strategy 2006.  The strategic vision for 2011 is ‘engaged and productive employees enabled by effective leaders to deliver continuously improving services’.  The Ealing People Strategy produced in 2006 outlines the key aims and priorities for the HR Service up to 2011 to deliver the people management outcomes needed to support delivery of the Corporate Plan and Community Strategy.    HR is responsible for securing the delivery of the Ealing People Strategy and ensuring it is updated on a regular basis to meet organisational requirements.  The objectives in the HR Business Plan will ensure the delivery of key objectives set out in the strategy.  

HR consists of a wide variety of different functions including HR ‘Business Partnership’, Payroll and Pensions, HR Advisory Services, Employee Relations, Reward and Job Evaluation, Recruitment and Selection, Health and Safety, Occupational Health, the Criminal Records Bureau Unit and HR Operations Services. The Corporate Learning and Development team sits within HR and exists to ensure that Ealing Council employees are skilled and motivated to deliver continually improving performance.  Following the restructuring in 2006, HR is a fully integrated function with all HR sections (including Schools HR) centralised and co-located in Perceval House.  
Evaluation of 2007/08 and the next 3 years ahead

Evaluation of Achievements 2007/08

1. Inside HR
· A more robustly managed Pensions Administration contract with performance managed through regular monitoring.

· Recent key appointments within HR including the Director of HR and Organisational Development, Head of Health & Safety and Occupational Health, HR Policies Manager.
· The Annual Staff Survey is now established.  HR has a key role in its development and scrutiny of departmental actions to improve employee engagement and linked to survey results.  The third Annual Survey was completed in November 2007.
· A clear and realistic HR Business Plan based on prioritised organisational needs and available resources and reviewed at monthly strategic meetings

· Extended the employee counselling contract for one year (to the end of December 2008) with a 12.5% reduction in costs for external mediation services.

· Proposed new HR Operating Model, ie, ‘Fit for Business’ Programme.

· Work with West London Alliance developing a business case for shared services for all or part of HR across the West London boroughs for potentially significant reduced costs.

· Collaborated with other London boroughs to devise shared service contracts for Recruitment Administration (LCSG).
2. Corporate HR Achievements

· Attendance management guidance and practice issued to the Council.  Average sickness levels down from 13.8 (August 2006) to 11.07 days (November 2007) per annum, per FTE (excluding schools) through a targeted approach to case management in areas of the Council with higher levels of sickness absence.  A dedicated HR Project Manager co-ordinated this targeted approach to reducing sickness absence, but this post ceased at the end of July 2007. In addition, a new Managing Attendance course has been rolled out to managers. To date, 87 managers have completed the training.

· Monthly HR statistics provided for Corporate Board and directorates and data accuracy improved in response to feedback from Directors.

· Amendments to the pay and grading structure with more consistent incremental progression and the introduction of linked or grade schemes across the Council.

· Legacy ER cases resolved by case conferences and fortnightly meetings with the Trade Unions.

· Supporting and co-ordinating key appointments, including Directors, across the Council such as Director of Adults and Director of Housing.

· The council’s ability to deliver improved customer experience has been strengthened by launching a new Customer Experience Suite of half-day workshops.

· Training managers in appraisal and launching a new training course for appraisees have improved performance management.

· Staff motivation and productivity have been targeted by providing a new programme of IT courses, and introducing a programme of ‘soft skills’ courses such as Equality Impact Assessment training, Presentation skills, Report Writing and Effective Negotiating skills.
· Supporting the implementation of effective performance management across the Council and within HR through Learning & Development and HR Business Partners.

· Negotiated and made arrangements for 2007 Christmas Opening.

· Managing the HR aspects of proposed redundancies across the Council. Creating a Council-wide Reorganisation Toolkit for all managers. Supporting the redeployment process by providing interview skills training courses for affected employees.
· Collaborated on review of agency workers and formed efficiency proposals.
· Developed and introduced new HR Policies, eg, Disciplinary, Managing Unsatisfactory Performance.
· Created a comprehensive management development framework and implemented the Diploma in Management at Level 5 for 3 cohorts of managers.
· Worked in partnership with colleagues to offer specialist programmes of training in finance management, business planning and project management.
· Improved access to learning by developing e learning and a learning management system.
· Introduced Childcare Vouchers Scheme.
· Collaborated with Economic Development to introduce Modern Apprenticeship Scheme.

· Implemented new Statutory provisions, eg, maternity, adoption, flexible working, age discrimination.

· Retained the Disability Two Ticks symbol (for external job advertisements) for the employment of people with disabilities (Job Centre Plus).

· Supported introduction of new school teacher pension regulations.
· Supported the introduction of new performance management arrangements for teachers.
· Developed new discretionary Policy for redundancy and early retirement.
· Reduction of Trade Union time under the Council’s Facility Agreement.
In summary, the HR Business plan for 2007/08 is largely on track.  However, there are 2 major projects outstanding which will be key objectives for the coming year.  In addition, while significant work has been undertaken towards designing a new HR model, none of these improvements will be delivered in 2007/08.

	Measure
	November 2007
	Local Target

2007-2008
	London Median

2005-2006

	BVPI 

2a
	Equality Standard
	3
	4
	N/a

	BVPI 

2b
	Duty to Promote Race Equality
	No available
	100%
	80%

	BVPI 11a
	Percentage of top 5% earners who are female
	50.34%
	50%
	43.94%

	BVPI 11b
	Percentage of top 5% earner from ethinic minority


	21.09%
	17%
	13%

	BVPI 11c
	Percentage of top 5% earners with a disability


	4.76%
	5%
	2.70%

	BVPI 

12
	Sickness working days lost

(Includes schools)
	0.25 (monthly)
	8.5 (annual)
	8.92

	BVPI 16a
	Percentage of employees with a disability
	3.94%
	5%
	3.25%

	BVPI 17a
	Ethnic minority representation in the workforce
	36.27%
	37%
	27%


Challenges ahead

1. Future Models for the HR Function – making HR ‘Fit for business’

The Director of HR and OD commenced on 1st August 2007 and spent the first 3 months analysing the outputs of the HR function before making a report to Corporate Board on 31st October 2007. The analysis benefited from an external report prepared by PA consultants in July 2007;which identified areas for improved efficiency in support services.

The proposal resulting from the Director’s analysis was the development of an HR ‘Fit for Business’ Programme. In brief, the Director of HR&OD with the Director of Business Services proposed that a HR Shared Service Centre to be developed in conjunction with Service Ealing. This would have the advantage of attracting investment from our third party partner Serco. The proposal is designed to exploit the potential of existing technology to develop a shared service centre to deal with the transactional aspects of HR and thereby to achieve savings by reducing administrative inefficiencies (e.g. manual handling of paper-based processes including payroll processes) and eliminating duplication (e.g. rekeying of data, multiple handling of queries). 

At the same time, the core HR function would be developed to concentrate on HR strategy and policy development, providing HR business partners to assist departments with longer-term HR approaches such as workforce planning, and providing support in areas of organisational development across the Council, including leadership and management development programmes. 

A detailed report concerning the development of the HR ‘Fit for Business’ Programme and a timetable for implementation is due to be considered by Cabinet in January 2008. This 2-3 year change programme is essential to enable Ealing’s HR function to provide the modern and strategic HR function which the Council expects. The HR function is currently constrained in its ability to assist the Council as a whole achieve its objectives given the known history and problems of the HR function.

Throughout 2007, Ealing has also been working with 6 neighbouring local authorities in the West London Alliance (WLA) to assess the potential for a shared HR services across these boroughs. An Outline Business Case is being considered by all participants at present, with a decision to make whether to take the next step which will be to commission work to create a Detailed Business Case. Should the Council decide to go forward, this preparatory work will begin in 2008/9 and require considerable resources.  However this is a long-term project. Implementation timescales have yet to be devised but are likely to be outside the parameters of this business plan.

The council’s in house training centre, the Village, will relocate from it’s current premises in Ealing Broadway to Greenford. It is important to ensure that this move will have a minimal impact on availability of learning and development. 

Responding to the representations of schools about the HR service will be a major challenge for 2008/09.  A review of the HR Advisory service to schools has been undertaken and will be the basis of a consultation with schools about future arrangements.

2. Major Corporate Projects for HR

HR will be leading 2 major corporate projects in 2008/9. Both projects will be the subject of consultation and negotiation with trades unions and employee representatives. 

These are:

· The Pay and Grading Review Project to complete all outstanding job evaluations in service departments and schools. The objectives of this project will be to ensure that all employees and job applicants are aware of what is expected of them through the provision of a clear and update job profile, and to use the Council’s pay and grading scheme to ensure the Council applies the principles of equal pay for work of equal value, and

· The Terms and Conditions Project that will review and refresh the Council’s Terms and Conditions of employment. The objectives of this project will be to review and refresh the Council’s terms and conditions; to benchmark with other Councils to ensure that our terms are cost-efficient, and meet the principles of equal pay for equal value; to design terms and conditions which will attract appropriate labour markets; to achieve savings where appropriate; to make sure the Council’s Terms and Conditions are easy to understand and interpret, and to ensure that simplified terms and conditions are communicated and easily accessible to managers and employees, including publication on the Council’s intranet.

We will also be reviewing the Council’s consultative infrastructure and the involvement of elected members in decisions related to HR strategy and policy.

List of Contributing Service Plans

· People Strategy (HRD)

· Corporate Resourcing and Development Plan (L&D/CRR)

· Equalities Plan (ECHRE)
These are overarching plans. Projects plans are in development for:
· Fit for Business Programme (HRD)

· Terms & Conditions Project (ECHRE)

· Pay & Grading Review (CRR)
Corporate Plan Objectives


These are the Corporate Plan objectives Human Resources and Organisational Development is contributing to in supporting the Community Strategy:

 Corporate Goals


Corporate Objectives

	

	To be a consistently high performing organisation focussed on the needs of its communities

Theme Lead: 

Graeme McDonald

	· To improve the way we deal with customers by providing consistent, responsive and accessible services

	
	· To increase resident satisfaction, encourage participation and strengthen the Council’s reputation through engaging with our residents and increasing public understanding of the services provided.

	
	· To build a committed and motivated workforce which mirrors the diversity of the community and delivers quality services and improved resident satisfaction.

	
	· To provide value for money to Ealing’s residents by effectively managing the Council’s resources. 

	
	· To provide community leadership, working effectively with our partners, contractors and communities to deliver Ealing’s Community Strategy.

	
	· To manage performance consistently, rigorously and openly, using performance information to drive continuous improvement for residents.


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(3) To build a committed and motivated workforce which mirrors the diversity of the community and delivers quality services and improved resident satisfaction.

	Business Plan Objective:  1
	Provide Learning & Development interventions to support Service Departments with their objectives to raise customer service standards

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Roll out Customer Experience Training.
	L&D
	03/09
	Improved customer satisfaction – internal and external customers.
	N
	N
	Test through Resident Survey

	Implement framework for departmental action plans following 2007 employee opinion survey.
	CAP
	09/08
	· Departmental Action Plans developed & delivered by relevant directorates.

· Departmental Action Plans monitored and reported to Corporate Board.

· Improved Customer satisfaction and staff engagement.
	N
	N
	Test through Staff Survey

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Trainee satisfaction with the programmes

(Source: Training Evaluation Forms)
	95%
	95%
	
	95%
	95%
	95%

	Annual Staff Survey
	% of employees overall happy working at the Council
	70%
	71%
	
	72%
	73%
	74%

	Annual Staff Survey
	% of employees rating the Council as a good employer higher now compared to a year ago
	16%
	11%
	
	13%
	15%
	17%

	Annual Staff Survey
	% of employees who are advocates of the council as a a good employer
	36%
	37%
	
	40%
	45%
	50%

	Annual Staff Survey
	% of employees who are proud to work for Ealing Council
	53%
	60%
	
	65%
	70%
	75%

	Annual Staff Survey
	% employees who feel valued and recognised for the work that they do.
	48%
	43%
	
	48%
	53%
	57%

	Annual Staff Survey
	% employees who say they understand how their role/their team's role contributes to the Council meeting its priorities
	64%
	67%
	
	74%
	81%
	87%

	Annual Staff Survey
	% employees who have felt unfairly discriminated against when working for Ealing Council
	N/A
	7%
	
	6%
	5%
	4%

	Annual Staff Survey
	% employees who find their appraisal helpful in assisting them do their jobs more effectively
	63%
	58%
	
	60%
	62%
	64%

	Annual Staff Survey
	% employees who agree that their manager gives them good feedback on how they're doing in their work.
	59%
	59%
	
	61%
	62%
	63%

	Annual Staff Survey
	% employees who feel under-performance is well managed
	34%
	32%
	
	39%
	46%
	53%


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(3) To build a committed and motivated workforce which mirrors the diversity of the community and 

delivers quality services and improved resident satisfaction.

	Business Plan Objective:  2
	Improve management effectiveness by designing and implementing a programme of leadership and management development

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Implement the New Managers Induction session for new managers
	L & D
	04/08
	· New Managers have tools to do job
	N
	N
	

	Procure and implement a management development programme for First Line Supervisors
	L & D
	05/08
	· Programme in place

· First line managers have skills to manage
	N
	N
	

	To commission a provider for Senior Leadership Programme (SLP) and develop an SLP in conjunction with the chosen provider.
	L&D
	10/08
	· Provider chosen and contract agreed

· Senior Managers skills are improved

· SLP ready to offer

· Senior Managers skills are improved
	N


	N


	

	To devise a timetable and implement the SLP.
	L&D
	10/08
	· SLP in Corporate L&D programme

· Senior Management undertaking programme

· Senior Managers skills are improved
	N
	N
	

	To create a mentoring programme for Ealing employees
	L&D
	05/09
	· Employees have flexible support to improve their skills
	N
	N
	

	Consider how to improve uptake on Management Development schemes to improve representation of BME staff, women and disabled staff at senior levels of the workforce


	L&D
	09/09
	· Greater representation BME staff, women and disabled staff at senior levels of the workforce
	Y
	Y
	

	Assess feasibility of Ealing Council joining the National Graduate Trainee Scheme 
	L&D
	12/09
	· Increased numbers of young people in the workforce
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Median gross training expenditure per employee p.a. (including all departmental training)
	N/A
	New PI
	
	£250
	£260
	£270

	Service PI
	Trainee satisfaction with the programmes
	95%
	95%
	
	95%
	95%
	95%

	Service PI
	% of middle management cohort trained (numbers to be confirmed)
	N/A
	N/A
	*Dependent on numbers and costs

PI’s developed by Sept 2008
	N/A*
	N/A*
	N/A*

	Service PI
	% of senior leadership  cohort trained (numbers to be confirmed)
	N/A
	N/A
	*Dependent on numbers and costs

PI’s developed by Sept 2008
	N/A*
	N/A*
	N/A*


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  
To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(3) To build a committed and motivated workforce which mirrors the diversity of the community and 

delivers quality services and improved resident satisfaction.

	Business Plan Objective:  3
	Staffing resources are in place to meet business needs (right numbers of staff with the right skills)

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Develop resourcing plan template for services, and roll out
	HRD
	03/09
	· Services provided with template to assist with workforce planning.
	N
	N
	

	Support Service Departments in developing workforce plans.
	Business Partners
	03/09
	· All departments create robust workforce plans.

· Satisfy CAA workforce inspection
	N
	N
	

	Implement new Staff Vetting Scheme when introduced by Government – expected Autumn 2008.
	SOP
	03/09
	· Vetting of new and existing employees in accordance with the new Government Scheme.
	Y
	N
	

	Continue to encourage Modern Apprenticeships at Ealing working with Economic Development and external ‘way to work’ brokers.
	CRR
	03/11
	· Achieve Council target for employment of Modern Apprentices.
	Y
	N
	

	Assist Departments to achieve targets to reduce sickness absence.
	Business Partners
	03/11
	· Reduction of sickness absence in all departments in line with targets.
	N
	N
	

	Develop a Health and Wellbeing strategy for Ealing Council, including Managing Stress Policy.
	ECHRE
	03/09
	· Creation of strategy to support wellbeing of staff and managers.
	N
	N
	

	Business Partners work with Directorates to ensure action plans are implemented.

(annually)
	HRD
	03/11
	· Business partners are integrated into Directorates sufficiently to be able to assist departments in meeting their objectives.
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Corporate PI
	Average number of days sickness absence per FTE per annum (Corporate – including schools)
	8.59
	8.5
	
	8
	7.5
	7.5

	Service PI
	Number of Corporate Departmental Workforce Plans in place as a % of whole
	N/a
	N/a
	
	35%
	65%
	100%


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  
To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(3) To build a committed and motivated workforce which mirrors the diversity of the community and 

delivers quality services and improved resident satisfaction.

	Business Plan Objective:  4
	To have an exemplary approach to equalities in employment in accordance with Equalities Standard Level 5

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	HR action (as set out in the Equalities Action Plan) to enable achievement of level 4 of Equalities Standard by December 2008
	ECHRE


	 12/08
	· Council achieves Level 4 by December 2008.
	Y
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Equalities standard for local government level achieved (Corporate) BVPI 2a
	3
	3
	
	4
	4
	5

	Service PI
	% of employees from minority ethnic/BME communities (Corporate)  BVPI 17a
	36%
	37%
	
	38%
	39%
	40%

	Service PI
	% of employees declaring that they meet the DDA 1995 disability definition (Corporate)  

BVPI 16a
	3.82%
	5%
	
	5%
	6%
	7%

	Service PI
	% of top paid 5% female (Corporate)  BVPI 11a
	52.67%
	55%
	
	55%
	55%
	55%

	Service PI
	% of top paid 5% BME (Corporate)  BVPI 11b
	19.33%
	20%
	
	22%
	24%
	26%

	Service PI
	% of top 5% disabled (Corporate) BVPI 11c
	4.67%
	5%
	
	5%
	6%
	7%

	Annual Staff Survey
	% of employees who consider Ealing Council to be an equal opportunities employer (staff survey)
	69%
	68%
	
	70%
	71%
	72%

	Annual Staff Survey
	% of employees who think diversity and difference are valued within the Council
	67%
	68%
	
	70%
	75%
	80%

	Annual Staff Survey
	% who think equal opportunities have improved in the Council 
	20%
	20%
	
	21%
	22%
	23%


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  5
	To implement the HR ‘Fit for Business’ programme

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Design and project plan core HR function.
	HRD
	04/08
	· Project plan in place

· HR able to provide strategic support to managers, departments and Council as a whole.

· Delivery of HR Objectives.
	Y
	N
	· Inconsistent advice is a feature of current service.  

· Test through annual customer survey that  service is improving.

	Implement core HR Function
	
	03/11
	· 
	
	
	

	Design and project plan HR shared service centre. 
	HRD

SOP

Director of Business Services
	04/08
	· Improved HR Business processes.

· Cut inefficiency and duplication.

· Create savings.

· Better service provision to internal customers.
· SSC fully operational
	Y
	N
	· Inconsistent advice is a feature of current service.  

· Test through annual customer survey that service is improving.

	Implement HR Shared Service Centre and transfer of roles and responsibilities
	
	03/11
	· 
	
	
	

	If approved by Cabinet, progress detailed business plan for WLA Shared Services.
	HRD

SOP
	10/08
	· Production of DBC to enable Council to make decision regarding development of HR Shared Services.
	N
	N
	

	If approved by Cabinet, progress with WLA procurement and development of shared services
	HRD
	03/11
	· Procurement of provider for WLA HR Shared services

· Progress towards implementation of WLA HR Shared Services (as per timetable)
	
	
	

	Review Councils’ People Strategy in light of new national strategy and review Corporate Workforce Development and Resourcing Plan  (expires end of 2008).
	HRD
	07/08
	· People Strategy and Coprorate Resources Workforce Development and Resourcing Plan revised and updated in line with best practice.
	N
	N
	New national Pay and Workforce Strategy received end of 2007.  CB yet to consider (including possible PIs)  New targets will be reflected in Business Plan for 2009-11

	Implement revised Schools HR Structure,  , subject to number of schools purchasing advisory service.
	SOP
	06/08
	· Improved customer satisfaction by schools.

· Retention of schools business and potential for business growth.
	N
	N
	

	Review and relaunch HR Intranet.

(2006 Audit Commission recommendation 3)
	SOP
	In accordance with timescale for Fit for Bus programme
	· Managers and employees able to access HR guidance directly.

· T&Cs and policies accessible and transparent.
	Y
	N
	Accessibility of advice on T&Cs aids equal application and treatment 

Measure through Customer Survey

	Provide key HR Data and link to key financial data (Staff Data Project).

(2006 Audit Commission recommendation 10).
	HRD
	As per project plan – in progress
	· Managers able to receive and interpret aligned HR and financial information.

· Better management of staffing budgets.
	N
	N
	

	Review Performance Management process and agree indicators in HR.

(2006 Audit Commission recommendation 2).
	SOP
	07/08 and ongoing to 03/11
	· Improved performance management in HR.

· Improvement in standards of performance.
	N
	N
	

	Develop and agree service level agreements for all HR services.

(2006 Audit Commission recommendation 7)
	HRD
	10/08
	· Clear definition of role and expectations of HR and managers respectively.
	N
	N
	

	Review SLAs annually
	HRD
	10/09

10/10
	· Provision of cost effective support to Directorates
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Annual Residents Survey
	% residents saying the Council responds quickly when asked for help  (a great deal of the time / to some extent)
	46%
	51%
	
	54%
	57%
	60%

	Annual Residents Survey
	% residents saying the Council is difficult to get through to by phone (a great deal of the time / to some extent)
	45%
	42%
	
	39%
	36%
	33%

	Annual Residents Survey
	% of complaints responded to  within 10 working days 
	80%
	90%
	
	90%
	90%
	90%

	Annual Residents Survey
	% of member enquiries responded to within 10 working days
	90%
	90%
	
	90%
	90%
	90%

	Annual Residents Survey
	% residents saying the Council keeps them informed about what they are doing (a great deal of the time / to some extent)


	71%
	63%
	
	70%
	73%
	75%

	Annual Residents Survey
	% of residents who feel the council is efficient and well run.
	57%
	69%
	
	72%
	75%
	78%

	Annual Residents Survey
	% of residents who feel the council provides good value for money for the council tax payer
	38%
	42%
	
	43%
	45%
	47%

	Annual Residents Survey
	% of  residents who feel the council is doing a better job than a year ago
	51%
	60%
	
	62%
	64%
	66%

	HR Dept PI
	Average number of days sickness absence per FTE per annum
	7.56
	7.11
	
	7
	7
	7

	HR Dept PI
	% of employees overall happy working at the Council
	61%
	55%
	
	58%
	61%
	65%

	HR Dept PI
	% of employees rating the Council as a good employer higher now compared to a year ago
	17%
	13%
	
	15%
	17%
	19%

	HR Dept PI
	% of employees who are advocates of the council as a a good employer
	37%
	36%
	
	40%
	45%
	50%

	HR Dept PI
	% of employees declaring that they meet the DDA 1995 disability definition
	2.47%
	4%
	
	5%
	6%
	7%

	HR Dept PI
	% employees who feel valued and recognised for the work that they do.
	37%
	42%
	
	45%
	46%
	47%

	HR Dept PI
	% employees who say they understand how their role/their team's role contributes to the Council meeting its priorities
	67%
	79%
	
	81%
	83%
	85%

	HR Dept PI
	% employees who find their appraisal helpful in assisting them do their jobs more effectively
	55%
	57%
	
	59%
	61%
	63%

	HR Dept PI
	% employees who agree that their manager gives them good feedback on how they're doing in their work.
	52%
	52%
	
	55%
	58%
	61%

	HR Dept PI
	% employees who feel under-performance is well managed
	26%
	19%
	
	25%
	28%
	31%


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  6
	Ensure the most effective use of agency workers, recognising the need for a flexible workforce, and to reduce costs.

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Develop competence in use of management information for effective people management (2006 Audit Commission recommendation 12)
	CRR
	03/11
	· Improved production and use of MI to identify where and why agency workers are used.
	N
	N
	Dependent on provision of data via Staff Data Project

	Produce clear guidelines on use of agency workers for managers (2006 Audit Commisson recommendation 5).
	CRR
	07/08
	· More effective use of agency workers and better monitoring of prolonged use.
	Y
	N
	

	Implement actions and recommendations arising out of quarterly contract review meetings on agency workers with Matrix Eden Brown
	CRR
	03/11
	· Improved production and use of MI to identify where and why agency workers are used.

· More effective use of agency workers and better monitoring of prolonged use.
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Cost of agency workers as a percentage of the total pay bill

(Figures are estimates based on payment through Agency Managed Service and paybill figure excludes schools)
	26%
	22%
	*Analysis work to be undertaken before targets can be set
	*Has to be linked to Workforce Strategy

Plans
	* TBC
	* TBC


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  

(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.
	Business Plan Objective:  7
	To Create a Safe Working Environment

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Define role of the Occupational Health Unit (OHU) and implement.
	ECHRE
	09/08
	· OH Unit focussed on supporting departments achieve objectives, and employee wellbeing integrated in work of Unit.
	N
	N
	

	Draft and implement H&S and OH service plans.

(Refresh annually)
	ECHRE
	 03/09

03/10

03/11
	· Plans in place and reviewed

· Action Plans implemented.

· Council meets required H&S standards and recognised as responsible employers.
	N
	N
	

	Devise H&S Training Programme, subject to available funding.

(Reviewed annually)
	ECHRE
	04/08

04/09

04/10
	· Achievable programme agreed and funded so that managers and employees are aware of and carry out their H&S responsibilities.
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Training of all senior management in managing health and safety (IOSH)
	N/A
	N/A
	
	90%
	95%
	100%

	Service PI
	All accidents/incidents reported to departmental Health & Safety Committee and Joint Safety Committee (% accidents reported) 
	N/A
	N/A
	
	80%
	85%
	90%

	Service PI
	All risk assessments presented to departmental Health & Safety Committee and Joint Safety Committee (% presented)
	N/A
	N/A
	
	80%
	85%
	90%


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  8
	To ensure HR Contracts provide value for money (People Strategy – INFRASTRUCTURE)

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Resolve performance problems with Pensions Administration Contract.
	SOP
	04/08
	· Revisions to contracts agreed or tendering process for new contract commenced.

· Provider performance improved at reasonable cost.


	N
	N
	

	Manage the recruitment advertising contract.
	CRR
	Ongoing (renewal date 03/09)
	· Council image and ability to recruit enhanced by cost-effective advertising in 2008; contract refreshed in 2009
	N
	N
	

	Manage the Occupational Testing and Assessment contract.
	CRR
	Ongoing (renewal date 03/09)
	· Council continues to have appropriate services at or below market rate.
	N
	N
	

	Manage the Executive Search and Selection contract.
	CRR
	Ongoing (renewal date 03/09)
	· Council continues to have appropriate services at or below market rate.
	N
	N
	

	Manage the Response Handling contract.
	CRR
	Ongoing (renewal date 03/09)
	· Council continues to have appropriate services at or below market rate.
	N
	N
	

	Manage the staff counselling contract (including mediation).

Review and retender contract and implement. .
	ECHRE
	12/08
	· Cost- effective use is made of counselling to assist with sickness and well-being targets.

· Council recognised as good employer.
	N
	N
	

	Manage the Childcare Vouchers contract.
	CRR
	Ongoing (Renewal date 11/10)
	· Employees aware of and take up new benefit.

· Aid recruitment, retention and well being.
	N
	N
	

	Manage LEA Gateway contract for providing schools with supply teachers.

(review annually)
	SOP
	04/08

04/09

04/10
	· Contract provides supply teachers at or below market rate.

· New fees for 2008/09 agreed
	N
	N
	

	Manage the Learning and Development Providers 


	L&D
	As per individual contracts
	· Cost effective use of economies of scale
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	% PI’s in contracts met or exceeded*
	New

Indicator
	New Indicator
	
	95%
	95%
	95%

	Service PI
	% Agreed savings delivered
	New Indicator
	New Indicator
	
	95%
	95%
	95%


* PIs are within contracts for example, in the Pensions Contract, 90% + response and completion of work rate by Liberata expected within defined timescales.
Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  9
	To implement reward and remuneration initiatives which meets business needs (People Strategy – INFRASTRUCTURE)

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Implement final aspects of revised pay and grading scheme for Grades 1 & SCP16+
	CRR
	03/09
	· Employees feel fairly rewarded.

· Less risk of claims or employee relations difficulties.
	Y
	N
	

	Complete and Implement pay and grading review as in local terms and conditions, to meet requirements of Equal Pay Act and Code of Practice
	CRR
	03/09
	· Employees feel fairly rewarded.

· Less risk of claims or employee relations difficulties.
	Y
	N
	

	Implement Leadership Incentive Payment Scheme (LIPS) and develop and implement LIPS criteria annually.
	CRR
	07/08

07/09

07/10
	· Leadership team feels fairly rewarded.

· Achieving Council-wide objectives.

· Recognised and rewarded, encouraging corporate performance.
	Y
	N
	

	Implement actions and recommendations arising out of quarterly Pay Board meetings
	CRR
	03/11
	· Employees feel fairly rewarded.

· Less risk of claims or employee relations difficulties.
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	PI’s to be developed as part of Pay and Grading and Terms and Conditions Project Plans
	N/A
	TBC
	
	TBC
	TBC
	TBC

	Service PI
	% of employees who feel fairly rewarded
	N/A
	New target
	
	Set following 2008 staff survey


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  10
	To have HR policies and procedures in place which meet the organisation’s needs.

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Review existing HR Policies and procedures and develop new ones to:

· Meet legislative, organisational and best practice requirements. 

· Be aligned with Terms & Conditions and changes in those conditions as a result of the T’s & C’s review.

· Meet equality requirements including Equality Impact Assessments.

· Be adaptable for use in schools

· Implement HR Policies through effective communication to staff training of managers. (See L&D)
	CAP
	Ongoing (see sub plan)

As required
	· Council/School HR policies and procedures reflect statutory/organisational and best practice requirements.

· Council/School HR policies and procedures do not have an adverse impact on any particular groups of employees and are implemented fairly and consistently

· Employees have a clear understanding of Council expectations of standards of conduct and performance to provide an efficient and engaged workforce ensuring a consistently high performing organisation.

· Managers are trained to effectively deal with staffing issues using HR policies and procedures that are transparent, easy to access and applied within specific timescales. 
	Y
	N
	

	Agree revised arrangements for member governance of employment matters (2006 Audit Commission recommendation 6).
	ECHRE
	12/08
	· Better engagement of elected members in HR decision-making.

· Reduced timescales for agreeing policy.
	N
	N
	

	Review Council’s managing change processes including any relevant local conditions that directly impact on the process.
	ECHRE


	03/09


	· Improved streamlined and effective process for managing change.
	Y
	N
	

	Update existing managers “re-organisation toolkit” to reflect any changes.
	
	
	
	
	
	

	
	CAP
	06/08
	· Managers effectively handle reorganisations including employee re-deployment and redundancies in a timely and cost effective manner.
	Y
	N
	

	Ensure managers are trained in effectively managing change
	Business partners
	03/11
	· Fewer employees displaced, skills retained and potential redundancy costs reduced.


	Y
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	Middle Management Cohort attending a one-day workshop on each new policy agreed. 
	N/A
	N/A
	*Costs and cohorts to be determined by July 2008
	*TBC
	*TBC
	*TBC


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  11
	Ensure Ealing Terms and Conditions are up to date, cost effective and fit for purpose

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Review the Council’s Local Terms and Conditions to ensure that they are accessible and easily understood as well as cost effective.


	ECHRE
	03/09
	· Cost effective Terms and Conditions.

· Potential savings.

· T&Cs accessible to managers and employees and understood.
	Y
	N
	

	Align ongoing HR policy/procedure with review of the local terms and conditions of employment.
	CAP
	03/09
	· HR policies and procedures contained in the local conditions of service are reviewed concurrently with other relevant conditions of service.
	N
	N
	

	Implement new Code of Practice for Recruitment and Selection.
	CRR
	07/08
	· Better planning of recruitment by managers and HR.

· Reduction in time to recruit.

· Improved selection processes.
	Y
	N
	


	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI
	PI’s to be developed as part of Terms and Conditions Project Plan.
	N/A
	TBC
	
	TBC
	TBC
	TBC


Business Plan Delivery Schedule: 2008/9 – 2010/11

Corporate Goal:  

To be a consistently high performing organisation focussed on the needs of its communities

Corporate Objective:  
(4) To provide value for money to Ealing’s residents by effectively managing the Council’s resources.

	Business Plan Objective:  12
	To provide an effective HR service to Council Departments, schools and Ealing Homes (This objective will be shared with Business Services under the ‘Fit for Business’ programme – development of shared services)

	Activity
	Owner
	Due Date

 (mm/yy)
	Outcomes
	RI
	BCI
	Progress (RAG & Comments)

	Payroll

Pay Staff salaries

Pay employees of 3rd parties

Complete all statutory returns

Measure payroll performance
	SOP
	Ongoing
	· Transaction processes performed in accordance with statute and targets.

· Activity benchmarked so improvements can be measured.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR  Fit for Business Programme including development of Shared Services Centre

	HR Operations

Administer CRB processes

Provide administrative support to HR Function

Improve and enhance HR Operations service
	SOP
	Ongoing
	· Transaction processes performed in accordance with statute and targets.

· Activity benchmarked so improvements can be measured.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR  Fit for Business Programme including development of Shared Services Centre

	Recruitment

Manage vacancies from advert to offer and reduce time taken to recruit
	CRR
	Ongoing
	· Transaction processes performed in accordance with statute and targets.

· Activity benchmarked so improvements can be measured.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR Fit for Business Programme including development of Shared Services Centre

	Job Evaluation

Undertake casework

Provide advice and guidance
	CRR
	Ongoing
	· Transaction processes performed in accordance with statute and targets.

· Activity benchmarked so improvements can be measured.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR Fit for Business Programme including development of Shared Services Centre

	Diversity & Equalities

Review Equalities Impact Assessments to ensure that the Council meets the Local Government’s Equalities Standard
	ECHRE
	Ongoing
	· Quality check and sign off the employment implications of EIAs

· Periodically review the implementation of EIAs
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR  Fit for Business Programme including development of Shared Services Centre

	HR Advisory Services

Undertake casework

Provide advice and guidance 

Manage employee relations
	 Business Partners
	Ongoing
	· Managers and employees supported in implementation of HR Policy and procedure.
	Y
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR Fit for Business Programme including development of Shared Services Centre

	Health & Safety

Undertake Fire Risk assessments

Provide advice and guidance
	ECHRE
	Ongoing
	· Statutory requirements met and risks reduced.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR Fit for Business Programme including development of Shared Services Centre

	Occupational Health and Well being Service

Manage referrals

Provision of advice to managers
	ECHRE
	Ongoing
	· Managers and employees feel supported by advice.

· Departmental sickness absence monitored and managed.
	N
	N
	PIs to be set in accordance with London Councils Benchmarks as part of HR Fit for Business Programme including development of Shared Services Centre

	Develop and agree service level agreements for all HR services.

(2006 Audit Commission recommendation 7)
	HRD
	Ongoing
	· SLAs in place

· Clear definition of role and expectations of HR and managers respectively.
	N
	N
	

	Improve performance and motivation by providing an on going Learning and Development Training Programme.
	L&D
	Ongoing
	· Improvement In staff engagement
	N
	N
	

	Relevant Performance information
	2006/7 Actual
	2007/8

Forecast
	Progress Latest 08/09 Performance
	2008/9

Target
	2009/10 Target
	2010/11 Target

	Service PI’s
	Internal customer satisfaction measured through Survey.
	N/A
	N/A
	Part of Fit for Business PI’s. Benchmark through initial Survey
	*TBC
	*TBC
	*TBC

	Service PI’s
	Service Departments satisfaction with delivery of SLA (through customer survey)
	N/A
	N/A
	PI’s to be developed as part of Fit for Business Project Plan
	*TBC
	*TBC
	*TBC

	Service PI’s
	Number of disciplinary cases which have lasted 100+ days
	N/A
	6
	
	3
	2
	1

	Service PI’s
	Number of grievance cases which have lasted 100+ days
	N/A
	8
	
	3
	2
	1


Key: 

CR PI - Corporate Resources Performance Indicator

Service PI – Service Performance Indicator
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