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HUMAN RESOURCES - Report by Chief Executive
  
	Summary
The purpose of this report is to update Directors on Human Resources activity for April – June 2013 including a quarterly report on absence, disciplinary and grievance issues.  

It is recommended that Directors:
i. note the content of the quarterly report including the update on the staffing establishment; and
ii. agree direct staff representation on the Board is not progressed at this stage.
  


	1.
	Business Plan Contribution


	1.1
	This report will contribute to outcomes 1, 3, 5 and 8 from the High Life Highland (HLH) Business Plan:
1.
A positive company image

3.
Delivery of the contract with THC

5.
Increased customer satisfaction

8.
Increased staff satisfaction


	2.
	Background


	2.1 
	The quarterly Human Resources (HR) report is a numerical representation of HR activity in the preceding quarter.  It gives an update on current staff numbers and any change in numbers from previous reports.  There is also an outline of the absence levels within the Company, number of formal disciplinary cases, number of formal grievance complaints, any harassment issues and an employee relations update.  



	3.
	Quarterly Human Resources Report: April – June 2013



	3.1

3.1.1

3.1.2

3.1.3

3.1.4
	Staff Establishment Numbers

The report to Directors covering the last quarter gave a total establishment figure of 486.27 FTE.
The change to the establishment in Quarter 1 (April to June 2013) has been an overall increase of 2.77 FTE.  This increase can be detailed as:- 

· Archive Centre Steward +1 FTE (previously an external contract – slight budget saving)
· Regional Gymnastics Development Manager +1 FTE (externally funded 2 year temporary post)

· Community Support Workers (Tain & Easter Ross and Alness & Cromarty Firth +1.5 FTE (externally funded 1 year temporary posts)

· Office Manager Merkinch CC – 1 FTE (Neutral budget effect – see below)
· Leisure Assistant (Dry) at Merkinch CC + 0.5 FTE (Neutral budget effect – see above and below)
· Cashier/Receptionist at Merkinch CC + 0.74 FTE (Neutral budget effect see above)
· Leisure Assistant (wet) Puffin Pool – 0.48 FTE (Puffin Pool Board have agreed to fund slight increase in annual costs of £3,300)
· Leisure Supervisor Puffin Pool + 0.51 FTE (Slight increase - see above)
· Centre Coordinator Culloden CC – 1 FTE (budget saving – see below)
· Leisure Manager Nairn – 1 FTE (budget saving – see items above and below)
· Leisure Manager Nairn and Culloden + 1 FTE (budget saving – see two items above.
Overall increase 2.77 FTE (of which 2.5 are externally funded temporary posts).
The staffing establishment as at the end of Quarter 4 is therefore 489.04 FTE.



	3.2

3.2.1

3.2.2

3.3.
3.3.1

3.4

3.4.1

3.5
3.5.1

3.6

3.6.1

3.7

3.7.1


	Absence Levels 

The absence figures for Quarter 1 (April to June 2013) were as follows:
% Absence Rates

Quarter 1

Apr - Jun

Quarter 2

Jul - Sep

Quarter 3

Oct - Dec

Quarter 4

Jan - Mar

2011/12

No data

No data

3.02%

(1.81 days/FTE)

2.46%

(1.55 days/FTE)

2012/13

2.10%

(1.34 days/FTE)

3.58%

(2.32 days/FTE)

3.48%

(2.12 days/FTE)

3.48%

(2.12 days/FTE)

2013/14

3.48%

(2.22 days/FTE)

The absence statistics show an increase from the corresponding quarter last year although it is stable in comparison to the last 2 quarters.  Analysis of the data shows that a small number of bone fide long term sickness absences are affecting the average. By removing those who have left or are not likely to return (that is ill-health retirals and capability dismissals) the figure is reduced to 2.56%.  All long term absences are managed in conjunction with the company’s external occupational health advisor.  Beyond the long term absences which are receiving specific attention, it is considered that the absence rate is within the manageable range for our current procedures.  No additional action is required at this time although the position is being continually monitored.
Discipline

There were 2 formal disciplinary cases in Q1 2013.  One led to a dismissal and the other to a written warning.

Grievance

There was one grievance case (raised by 3 individual employees) in Q1 2013 that was investigated.  This was successfully resolved.

Harassment

There were no harassment issues raised during Q1 in 2013.

Employee relations 

The Company has engaged with the 3 Trade Unions that have members within the organisation, namely Unison, Unite and GMB.  The Company engages with the TUs formally through the Joint Consultation Forum (JCF) which meets quarterly, the last meeting was held on 11 September 2013.  In addition, the trade unions are represented on the staff Health and Safety Committee which last met on 6 August 2013.
Cycle to Work Scheme
The Company has introduced a Cycle to Work Scheme, in conjunction with Halfords.  40 employees took advantage of the Scheme over the month of August 2013. Another invitation to take part in the scheme is being considered for the spring of 2014.


	4.
4.1


	Disability recording

At the Board meeting in June it was asked that the next HR report should contain information on the number of HLH employees with disabilities.  On investigation, HLH currently ask applicants for posts to identify whether or not they have a disability but there is no rolling system currently in place to record the number of appointees with disabilities.  Nor is there a system for centrally recording employees who develop (and declare) a disability after joining the Company.



	4.2

	A system to monitor this is now being developed and will be implemented from 1 October 2013.  The information will be reported to the Senior Management Team annually.  The report will identify:–
· The number of interviewees declaring a disability over the number of interviewees (by the nine specialisms). 

· The number of new employees with a disability employed over the number of new employees.

· Employees informing HLH of having developed a disability once in employment.

	5.
	Staff Representation on HLH Board


	5.1

5.2
	There has been a request from a single member of staff for the Board to consider staff representation at Board meetings and the Board have asked for an opportunity to discuss the matter.

Existing management processes for staff contribution include: 

· regular team meetings, the staff appraisal system;

· twice yearly face to face “roadshows” with the Chief Executive;, 

· requests for contributions to the staff newsletter; and 

· the staff survey.



	5.3


	In terms of staff contribution through unions, the current situation is that there is a formal agreement with the 3 Trade Unions that represent staff. This agreement can be summarised as follows:

· the Company inherited and has continued the agreements between The Highland Council and the Scottish Joint Council on Terms and Conditions of Service;
· HLH recognises 3 Trade Unions: GMB, Unison and Unite;
· the Company has a formal agreement with the TUs for staff representatives to meet quarterly with HLH Management to communicate over .  Other formal and informal meetings with the TUs are held as required; and
· the Company formally involves the Trade Unions in Health and Safety through the Staff Health and Safety Liaison Group.


	5.4

5.5
	It is suggested that there are 5 options to consider:

i.
to continue the current agreed mechanisms for staff consultation; 

ii.
to have Trade Union representatives attend in a non-voting, observer capacity; 

iii.
to have Trade Union representatives attend as full members of the Board (requiring the approval of the Member of the Company); 

iv.
to have representatives, elected by the staff, in a non-voting, observer capacity; or 

v.
to have representatives, elected by the staff, attend as full members of the Board (requiring the approval of the Member of the Company).
It is recommended that given the management and union processes already in place for staff to contribute, direct staff representation on the Board is not progressed at this stage.


	6.
	Zero Hours Contracts



	6.1

6.2

6.3
	Board members will be aware of the discussions in the press and reported as taking place within the UK Government about zero hours contracts. Whilst there seems to be general agreement that in some cases zero hours contracts can be mis-used by employers and be exploitative of staff, there is also a view that, properly used, these can be of mutual benefit for staff and employers.

HLH has 168 staff on zero hours contracts. The Company uses this type of contract because there are a range of jobs that carry no set pattern (e.g. Sports Coaches, Assistant Youth Workers, etc) and others which, through regularity of use on a relief or casual contract, are more suited to having a zero-hours contract (e.g. Relief Library Assistants and Relief Receptionists).  Any change of contract is always agreed with the appropriate TU in advance and have been consistently accepted as being an improvement for the employee concerned.
There has been no pressure to date from Trade Unions to change the position within HLH. It will be recommended that until there is any change to national legislation, or the situation changes with the Unions, HLH will maintain its position on the use of zero hours contracts. This is in the knowledge that they are used and managed properly and in a way that does not exploit staff.


	7.
	Implications


	7.1

7.2

7.3
	Resource Implications – there are no risk implications arising from the recommendations of this report.
Legal Implications – there are no legal implications arising from the recommendations of this report.
Risk Implications – there are no new risks arising from the recommendations of this report.


	Recommendation

It is recommended that Directors:-
i. note the content of the quarterly report including the update on the staffing establishment; and
ii. agree direct staff representation on the Board is not progressed at this stage.
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18 September 2013
  
