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Foreword 

As Local Government becomes increasingly competitive, it is critical that the Council fosters the best environment in which our 9,000+ staff members can deliver services that meet the needs of all our customers. To do this we also need to be an attractive employer and ensure our working practices, methods and polices are the best of the best, consistent and designed to enable colleagues to deliver excellent customer service in the best possible environment. 

The Comprehensive Performance Assessment conducted in 2005 identified the HR function as being one of the Council’s few weaknesses. Further it stated that the HR function in 2005 was inadequate and did not fully support the Council’s ambitions.  

There were 5 HR functions reporting to 5 finance managers in each Directorate which led to silo working, inconsistency and inefficiency. The HR function was a highly administrative function, lacked strategic direction and did not provide value for money.

Since Council made the decision to centralise the HR service in 2006 continual progress has been made to rectify weaknesses and to develop new services using efficiencies gained through removing duplication.

The HR service is now centralised with all staff working in one location. The efficiencies gained have resulted in additional services such as Pay and Reward, Health and Wellbeing, Workforce Development and a HR Projects team being created using existing resources. This ensures HR is at the forefront of business improvement and can provide value for money services to all our customers.   

Successes

Recruitment – The Councils advertising service has been outsourced to an external service provider and an online recruitment website has been developed and implemented. This has assisted in reducing advertising costs from £870,000 in 2006/07 to just over £250,000 in 2009/10. Also since the introduction of the online recruitment system over 80% of applications are now received online, which has resulted in savings on paper, postage and staff time.

Health and Wellbeing – A Wellbeing service has been created which includes an OH Doctor and OH Nurse plus support staff which deal with promoting health initiatives across the Council and also dealing with health referrals. Sickness absence has been reduced to less than 9 days per FTE which is easily the best of the West Yorkshire Councils resulting in savings on sick pay during the last 3 years of approximately £800,000 per annum. The sickness statistics in the Human Resources service reduced from 6.52 days per FTE in 2007/08 to 1.38 per FTE in 2008/09.   

Management Information System - A new HR and Payroll system has gone live which will result in significant ongoing savings. Previously the HR functions used 5 different systems, we now have 1 system that is much more efficient and provides consistency. 
Management information is much more accessible and these improvements will continue as the system is rolled out to enable management self service across the Council. Managers will then be able to directly access their own reports without having to go to IT or HR for copies. They will also be able to input staffing details in relation to performance appraisal, sickness and holidays.

Service Level Agreements – Service Level Agreements are in place with all Directorates and Schools. These are monitored on a regular basis to ensure the HR service meets its agreed objectives. The schools have the option to buy their services from other HR providers, however, all schools in Calderdale buy into the Councils HR services which makes us one of the very few HR services in the country that can make this boast.

Apprenticeships – A programme is now in place and 13 apprentices have recently been recruited who have been placed in services across the Council. In addition to this we now have a future leaders development programme which has identified the Councils ‘rising stars’ and have put in place a development programme for each of the identified employees.

Many of the initiatives in HR have been introduced through achieving efficiencies and retraining existing staff. No extra budget has been provided to pay for the new services. All these teams have been formed using existing resources and have helped transform and improve the HR service.      

Our HR Strategy presents an opportunity to add further improvements within HR to assist the Council in securing a competitive advantage by establishing itself as a leader in all areas of the HR profession. Now is the right time to review the HR strategy and to provide a clear and united view of how Human Resources will successfully deliver services which are modern, professional, diverse, skilled and customer focused.

Our HR strategy has been informed by both the strategic aspirations of the Council, the Council’s new organisational arrangements and has also been influenced by our review of external factors that affect the Council, our current strengths and weaknesses, and the opportunities and threats facing us.
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1 CORE MISSION AND THEMES
Our aim is to achieve a people-centred culture within the Council that protects and enhances the conditions necessary for the achievement of excellence in service provision. Measures will be designed to improve support, enabling all staff to focus more effectively on the core functions of their role.

We will seek to improve the working environment for all, for example by ensuring fairness and consistency through the operation of robust employment and management practices.

The following themes have been identified as core business delivery areas for the HR strategy

1. Employee Relations

2. Pay and Reward
3. Health and Safety
4. Organisational Development
5. Consultation
6. Equality and Diversity
7. Recruitment and Retention
8. HR Payroll and Administration
9. Workforce Health
10. Attendance Management

11. HR Management Information Systems

12. Workforce Planning
Although the core business areas are dealt with individually, it is recognised that multiple interdependencies exist. Consequently we will adopt an integrated approach to achieving the strategy’s main goals. 
2 INVOLVING COLLEAGUES
In developing the HR strategy, we have consciously and actively made sure the customer feedback we have received has been taken into account so we deliver what our customers want. HR focus group sessions involving all members of the HR service have taken place and consultation will take place with all Directorates and Members to enable constructive feedback can be used to improve the strategy. 

The aim is to achieve, as best as we can in a Council whose members have many and varied views, a consensual strategy that is supported by and engages the interest of as many colleagues as possible.

We have translated our core business areas into priority actions which will enable a clear and focused approach towards delivery of a first rate HR service.

3 OUR PRIORITIES
The following sections provide details of each priority along with an associated action plan, which details the steps we will take to improve the services we provide to our customers. The action plans will be monitored on an ongoing basis and are likely to change as our priorities and commitments change during the course of the next three years. 
3.1 Employee Relations

We will provide a wide ranging advisory and consultancy service on employment-related issues. 

In order to do this, we will do the following:

· Employment policies and procedures – review Council employment policies, including updating the 'HR Policies, Procedures and Conditions of Service Manual' and 'Schools' Personnel Guidelines', 'health-check' the employment policies in terms of equality, and communicate the introduction of new/revised employment policies, including liaising with the appropriate stakeholders.  Ensure consistency of application of employment policies.

· HR advice and consultancy – advise on statutory/regulatory employment requirements, employment policy and procedural issues, and conditions of service interpretation etc, provide input into employment-related casework.

· Employment/industrial relations – promote good employee relations with both trades unions – through formal and informal dialogue – and the wider workforce.  Resolve disputes.

· Discipline and grievance – advise on policy, procedure and good practice in these areas; advise on/attend at meetings/hearings/appeals regarding disciplinary and grievance matters.
· Pensions – provide advice/give interpretations on/manage the Council's pensions arrangements relating to both the Local Government Pension Scheme and the Teachers' Pension Scheme.  Liaise with the West Yorkshire Pension fund and with the Teachers' Pension Scheme regarding information/advice/arrangements regarding the payment of pensions.
	Key Priority 1: Employee Relations
	Monitoring: Head of HR/ HR SMT/ E&D Team

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Review/update Council employment policies
	Chris Yates
	Ongoing
	HR Advisers
	Policies in line with legislation and internal changes.

	HR Advice and Consultancy
Ensure up to date advice is given on general and specific employment-related matters
	Chris Yates
	Ongoing
	HR Advisers
	Managers make the right decisions based on sound employment advice and consultancy.

	Employment/ industrial relations
Promote and support good working relationships with the trade union side
	Chris Yates
	Ongoing
	HR Advisers
	Ongoing consultation and involvement from the unions. 
Improved relations to resolve employment matters in a timely manner.

	Keep Disciplinary and Grievance Procedures under continual review and learn and implement 'good practice' in these areas
	Chris Yates
	Ongoing – initial review April 2010 – March 2011
	HR Advisers
	Compliance with legislation.


	Manage the pensions process
Review and implement any changes and developments in the LGPS and TPS
	Chris Yates
	Ongoing
	Pensions Team
	Compliance with LGPS and other pension schemes.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings
· Use of Resources Scrutiny Panel
	


3.2 Pay and Reward

We will promote a pay and reward structure that helps attract, retain and develop a skilled and valued workforce, but at the same time is an affordable structure.

In order to do this, we will do the following:

· Pay and reward structures – ensure that these are kept under review to ensure that they are properly applied and that equality impacts are given consideration.

· Single Status Job Evaluation – implement 'Single Status' covering issues of job evaluation grading mechanisms and equal pay.  Ensure that the costs are fully understood and acknowledged.  Ensure consistency of application in dealing with job evaluation.  Process job evaluation appeals.

· Comparative data – collate and analyse information on pay and rewards structure/arrangements in other authorities in the region.  Consideration of 'market weightings' re 'difficult to fill' posts.

· Non-financial rewards – review non-financial rewards with the aim of improving employee engagement and raising morale.

· Union involvement – work with the appropriate stakeholders (unions etc) in terms of review/revision/maintenance of pay and reward arrangements.
	Key Priority 2: Pay and Reward
	Monitoring: Head of HR/ HR SMT/ E&D Team

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Pay and Reward Structures
Assess comparative information from other councils in terms of pay and reward structures
Provide advice/guidance on job evaluation.  Evaluate the Council's pay and reward structures
	Chris Yates
Andrew King

Chris Yates
	Ongoing 
Dec 2010 – March 2011

Ongoing
	Pay and Reward Team
	Equality of pay achieved locally and regionally.
Continuous assessment of the pay and reward structure to provide ongoing equality in pay.


	Single Status Job Evaluation
Deal with issues arising from the implementation of Phase 1 of Single Status Job Evaluation in 2009
Consider the Council's position regarding Phase 3 of Single Status Job Evaluation
	Chris Yates
Andrew King

John Walsh
	Ongoing
April 2010 – September 2010

April 2011 onwards
	Pay and Reward Team
	Achieve equality in pay.
Issues from phase 1 resolved fully in line with the Single Status Job Evaluation action plan.


	Build a database of comparative pay and grading information
Post Phase 1 of Single Status Job Evaluation, assess comparable data from other authorities
Identify grading issues in Calderdale; consider approaches to market weightings/

'difficult to fill' posts
Continually review comparative grading data, including re partner organisations
	Chris Yates
	December 2010 onwards
September 2010 – January 2011

Ongoing 

Ongoing


	Pay and Reward Team
	Equality of pay achieved locally and regionally resulting in reduction of volume of equal pay claims.
Assessment of benefits and lessons learnt to be used for undertaking phase 3 of JE.


	Total Rewards/Non-financial rewards
Seek to develop an approach regarding total reward. 

Research reward strategies/ approaches in other organisations
	Chris Yates
	December 2010 – July 2011
December 2010 – July 2011

Ongoing
	Pay and Reward Team
	HR strategies aligned with employee needs, resulting in improved performance


	Work with the unions on pay and reward
Consult with unions re job evaluation/grading process issues
Liaison with unions re issues regarding Phase 3 of Single Status Job Evaluation
	Chris Yates
	Ongoing
Ongoing

April 2011 onwards
	Pay and Reward Team
	Communication and consultation with unions to aid with developing a trusting working relationship


	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.3 Health and Safety

To promote, monitor and develop good health and safety practice across the Council.

In order to achieve this, we will do the following:

· Standards of health and safety – promote improvements in terms of health and safety regarding employees, service users and client groups, the public, contractors and others on/using Council premises and facilities.

· Advisory service – provide a competent health and safety advisory service to Directorates/Services to enable them to comply with statutory responsibilities arising from Health and Safety legislation.

· Inspections – undertake planned, random auditing and inspections regarding Council premises and work activities with the aim of improving health and safety.  Dealing, advising and reporting on specific health and safety issues/incidents as appropriate.  Liaising with the appropriate agencies – Health and Safety Executive etc – regarding health and safety advice, information and inspections.

· Communications – raise awareness and understanding of health and safety issues – both in general and specific terms, as appropriate – with employees, managers and trades unions, through site visits, briefings, newsletters etc; liaison with Directorate health and safety co-ordinators in the promotion of health and safety awareness.  Develop the Elected Member/senior management awareness and 'sign-up' to health and safety.

	Key Priority 3: Health and Safety
	Monitoring: Head of HR/ HR SMT/ H&S Team

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Promote understanding and good practice in health and safety
Continuing review of good health and safety practice and compliance across the Council
	Martin Allingham
	Ongoing
Ongoing
	H & S Team
	Regular supply of specific information/ leaflets to all staff.
Awareness raising, workshops, training sessions on health and safety topics.

	Provision of competent health and safety advice to Directorates.
Increase Directorates and Elected Members understanding of health and safety issues and responsibilities
	Martin Allingham
	Ongoing
Ongoing
	H & S Team
	Brief sections on health and safety and first aid training.


	Undertake planned and random health and safety inspections with a view to improving standards, practice, and understanding.
Monitoring of health and safety trends; continuing programme of inspections.
	Martin Allingham
	Ongoing
	H & S Team
	Ensure all employees work in a safe environment.
Reduction in number of workplace accidents.

	Promote wider understanding and 'sign up' to health and safety issues at Elected Member and staff
	Martin Allingham
	Ongoing
	H & S Team
	Production of annual safety plan to Cabinet, highlighting progress on health and safety across the entire Council.  

Deliver staff briefings.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.4 Organisational Development

To provide a corporate learning and development framework which will co-ordinate a Council-wide approach to the management and development of staff and the organisation.
In order to achieve this, we will do the following:

· Learning and development – commission and deliver training programmes aimed at developing the necessary skills required in the workforce in order to assist with the delivery of Council services; as part of this to continually develop and promote 'Calderdale One', the Council's corporate training brand.

· Competencies – improve and develop understanding of standards of competency in order to add value to the organisation and to assist in the development and motivation of staff.

· Performance appraisal – continuously review performance appraisal (PAS) across the Council in order to properly embed it in the organisation through understanding of how it contributes to the Council and individual development.

· New ways of working – assisting in the development and understanding of new ways of working in order to assist with the promotion of change across the Council.

· Leadership – develop leadership programmes which are directly linked to corporate objectives and assist Directorates in the development of necessary change programmes to better deliver their services; includes promotion of better understanding of Elected Member/Officer roles in this process.
· Communication – promote the concept that learning and development is a continuing process, and that we all work for the 'same organisation' which has key corporate objectives; encouragement of staff feedback on Council initiatives.

· Initiatives – promote and develop Council commitment to national and local learning and development initiatives, Investors in People, the 'Staff Survey' and the Future Leader programme.
	Key Priority 4: Organisation Development
	Monitoring: Head of HR/ HR SMT/ OD Team

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Learning and Development
Identify priorities for corporate learning and development activities
	Chris Walker/
Chris Nicholson
	Ongoing
April 2010 – March 2011
	OD Team
	Commission and conduct training and development programmes across the Council in line with training needs identified in PAS’s.


	Promote understanding of competencies, skills and associated values across the Council.


	Chris Walker/

Chris Nicholson
	April 2010 – March 2011
	OD Team
	Implement a workable competency framework adopted across the Council.
All JD’s to have competencies built into them.

	Development of leadership programme in the Council
	Chris Walker/

Chris Nicholson
	Nov 2010 – Feb 2011 (for 2011/12 programme)
	OD Team
	Participants develop networks with local leaders and community professionals.
Transferable skills developed that can be utilised across many services.

	Continuously develop and maintain local implementation of national initiatives, such as Investors in People (IIP)
	Chris Walker/

Chris Nicholson
	Ongoing (IIP annual assessment)
	OD Team
	Annual review of IIP.
Retain IIP status.
Recognition and job satisfaction for employees, monitored through staff survey results.

	Staff surveys
	Chris Walker/

Chris Nicholson
	April  2010 – Oct 2010 (annual staff survey)
	OD Team
	Analysis of survey results shared with staff.
Action plan developed to address staff concerns with clear timescales.

	Review and manage guidance on the Council's Performance Appraisal Scheme (PAS).
Develop an updated PAS form to be used across the Council.
Effective monitoring and reporting of PAS.
	Chris Walker/

Chris Nicholson
	Ongoing
Dec 2010 – March 2011

Ongoing (twice yearly reports to Use of Resources Scrutiny Panel)
	OD Team
	Central monitoring of PAS for all services.
Streamlined PAS form developed and used across the Council from January 2011.
Reports on completion rates to SMT.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.5 Consultation

We will seek acceptable solutions to problems through genuine exchange of views and information with managers, employees and their representatives. 

In order to do this, we will do the following:

· Provide clear statement of policy, including the purpose of consultation, the fact that it is an integral part of our role to use consultation as a two-way process.
· Ensure the role and responsibilities of consultation are understood at all levels

· Continually develop the methods of consultation to engage employees and managers in the process

· Undertake a transparent approach to consultation, ensuring all relevant stakeholders are involved from the outset

	Key Priority 5: Consultation
	Monitoring: Head of HR/ HR SMT

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Support managers through transformation of services and introduction of new practices and procedures

Allowing employees to express their views during transformation
	John Walsh
	Ongoing
	ER Team
	Informed decision making that is accepted by employees

Timely completion of transformation initiatives

	Encourage a more flexible working environment
	John Walsh
	Ongoing
	ER Team
	Good work-life balance through middle management embracing changes to working patterns.

	Improve the Council’s performance in undertaking transformation initiatives through consulting at the right time
	John Walsh
	Ongoing
	ER Team
	Time spent communicating at the outset of new initiatives or developments will minimise subsequent rumour and misunderstanding

	Work with unions to ensure communications about joint discussions convey the same message
	John Walsh
	Ongoing
	ER Team
	Avoid misunderstanding and distrust with employees



	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.6 Equality and Diversity

We have set ourselves an ambitious target to reach ‘Excellence’ status of the new Equality Framework for Local Government within HR and as such we recognise our role in developing a diverse modern and inclusive workforce. We will foster a culture that seeks, respects, values and harnesses difference. We recognise the talents and skills of all employees and the need to provide access to employment and promotion to the widest pool of employees and potential employees. We will regard workforce diversity as a key strength of the organisation which will directly influences how we design and deliver services that meet the diverse needs of our customers and potential customers.

We will endeavour do the following to achieve this:

· Develop a competency based approach to equalities learning where managers and staff are skilled to develop and maintain a diverse and inclusive workforce at all levels and deliver services that meet the needs of our communities.

· Develop effective tools to measure whether our strategies and policies are making a difference to how we recruit staff.

· Appraise competency /behaviours to ensure that managers and staff are capable of meeting the diverse needs of our customers and develop and maintain a diverse and inclusive

· Ensure Equality Impact Assessments are targeted and develop meaningful outcomes.
	Key Priority 6: Equality and Diversity
	Monitoring: Head of HR/ HR SMT/ E&D Team

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	A range of innovative processes are in place which deliver equality outcomes for the whole workforce.
	Arif Sain
	Jun 2010

Jan 2011

Mar 2011
	HR Staff
	HR Equality Strategy is developed.

Deliver face to face and online Managing Equality and Diversity Training for managers.

Ensure all new staff undertake the online equalities training

A Transgender and Gender Reassignment Policy developed

	Assessment of career pathways for part-time staff and lower graded women and Black, Asian and minority ethnic (BAME) staff
	Arif Sain
	Jul 2010
	HR Staff
	A range of policies which support our commitment to developing and maintaining a diverse and inclusive workforce developed.

	Conduct an assessment to ascertain whether flexible working initiatives are making a positive improvement for diverse groups.
	Arif Sain
	Jun 2010
	HR Staff
	Smarter Working Initiative is targeted to ensuring positive outcomes are developed for all six equality strands.

	Develop equality and diversity competencies for staff and managers
	Arif Sain
	Jan 2011
	HR Staff
	Competency based Job Descriptions  to include equality and diversity.

	Equality and Diversity training for contractors and partners
	Arif Sain
	Aug 2010
	HR Staff
	Training and guidance provided to contractors and partners to ensure they adhere to the Council’s policies.

	Revision of the cultural and religious policies
	Arif Sain
	Jul 2010
	HR Staff
	Revised Cultural and Religious Observance  Policy & Guide

	Consultation with staff on Equality and Diversity strands
	Arif Sain
	Jun 2010
	HR Staff
	Staff groups (all six strands) are consulted on HR policies and procedures.

	Adverse trends from monitoring and analysis of employment data are acted upon.
	Arif Sain
	Sep 2010

Nov 2010

Feb 2011
	HR Staff
	The workforce profile is updated quarterly.

The new MIS system can help identify gaps through up to date management information reports.
Policies and procedures are reviewed using information from the Workforce Profile.

	Harassment and Bullying at work are being dealt with effectively 
	Arif Sain
	Mar 2011

Sep 2010

Apr 2011
	HR Staff
	Staff surveys indicate that staff feel the harassment and bullying has reduced.

Dignity at Work briefings are undertaken across the Council for managers and staff.

Reduction in the number of cases of  grievances, harassment and bullying.

	Managers and staff are accountable for ensuring equality outcomes and are delivering improvements based on objectives
	Arif Sain
	Jan 2011

Feb 2011

Mar 2011
	HR Staff
	The competency framework includes equality and diversity competencies.
Appraisals demonstrate that staff and managers are accountable for ensuring equality outcomes.
Examples of where good performance of equality is recognised.

	Evidence of how levels of staff satisfaction have improved over time.

Examples of different staff experiences being analysed
	Arif Sain
	Nov 2011

Dec 2011

Jan 2011
	HR Staff
	Staff equality forums demonstrate effective engagement.
Staff feel that equality and diversity practice has improved across the council (staff survey).

Staff experiences are analysed and used to develop good equality practice.

	Work with relevant agencies to promote and encourage employment opportunities for people with disabilities and socially excluded groups.
	Arif Sain
	Jun 2010 – Ongoing
	HR Staff
	Work with organisations such as Workwise to promote and encourage applications from people with disabilities and groups that are socially excluded.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.7 Recruitment and Retention

To ensure that the Council and the schools within the Calderdale area are employers of choice; able to recruit, develop and retain committed employees to deliver a customer focused, high quality service.

In order to achieve this, we will endeavour to:

· Continue to develop online recruitment and promote the electronic application process.  To implement the second phase of the Council online recruitment system by developing the use of micro-sites for specific recruitment campaigns, delivering Manager Self Service, utilising the facility to create a talent pool and offer effective recruitment solutions. 

· Assist schools to move towards the use of an online recruitment system.
· Work with Managers and Head Teachers to provide practical assistance in the effective recruitment and retention of staff, with particular focus on those posts that may be difficult to fill.  To use analysis of advertising media and costs, for example, to achieve recruitment objectives with efficiency savings where possible.
· Ensure that our recruitment and retention processes and procedures are fit for purpose and adopt an approach of continuous review and improvement to all such processes and procedures.
· Align the workforce profile with the local demographic to ensure the widest pool of talent is available when recruiting and to ensure that our workforce reflects the diversity of the local area.
	Key Priority 7: Recruitment and Retention
	Monitoring: Head of HR/ HR SMT/ Operational HR / HR Projects

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Further develop the Online Recruitment System
Develop micro recruitment sites for difficult to recruit to posts and monitor effectiveness against the successful candidates

Build a talent pool and continually increase the number of potential candidate in the pool

Roll out manager self service functionality to automate shortlisting and selection process
	Paul Johansen

Mamoon Rashid
	Sept 2010

Ongoing

Sept 2010

Sept 2010 – Mar 2011
	Tim Burnley,

Julie Brown

Julie Brown

Tim Burnley,

Julie Brown

Tim Burnley,

Julie Brown
	Online recruitment system fully developed and used to manage the complete recruitment process for all vacancies.

Capability to develop internal micro-sites to promote difficult to recruit post, such as Social Work jobs.

Rollout of manager self service and training manuals developed and provided on demand.



	Electronic application process

Increase the percentage of electronic applications
	Paul Johansen
	Ongoing
	Julie Brown
	Reduction on HR administration, postage and printing spend by having minimum 55% of applications received electronically.
Improved quality of candidates for each post

	Ensure recruitment policies are updated
	Chris Yates
	April 2011
	ER Team
	All recruitment policies updated in line with legislation and in light of increased focus on online recruitment

	Spend on advertising

Evaluate the spend on external advertising with the view to reduce this
	Paul Johansen

John Walsh

Tribal
	Mar 2011
	Julie Brown,

Tribal
	Full review of advertising spend. Reduce advertising costs to below £250,000 during 2010/11


	Identify and support staff retention issues
Identify areas experiencing retention difficulties and provide guidance and support

Provide advice and guidance to specifically designed to each area
	Paul Johansen
	Ongoing
	Recruitment Team
	Monitor and report on staff retention. 
Guidance on staff retention for Managers developed.

Provision of service specific advice and guidance on recruitment and retention issues.


	Attendance management policy and practice guidelines developed
	Paul Johansen
	Sept 2010 – Apr 2011
	Ethelda Brown
	Updated attendance management policy and introduction of a manager’s attendance management handbook

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.8 HR and Payroll Administration

To provide a customer centric, efficient HR and Payroll service with streamlined business processes. Focus on providing advice and support to managers and staff on procedures and compliance with legislative issues, resulting in genuine business benefits that results in demonstrable added value.
In order to provide a high level of service, we will endeavour to:

· Streamlined existing business processes that are less labour intensive and result in reduced error rates.
· Focus on the needs of our customers by assisting and guiding them on appropriate processes and procedures. 

· Continue to strive towards meeting the demands of our customers and focus on efficiency and effectiveness.
· Reduction in time taken to respond to customer queries

	Key Priority 8: HR and Payroll Administration
	Monitoring: Head of HR/ HR SMT/ Operational HR 

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Review existing business processes and re-engineer to reduce error levels and achieve efficiencies
	Paul Johansen
	Jan 2011 – Apr 2012
	Katherine Simons,

Julie Brown
	Business Process Re-engineering (BPR) undertaken for all existing processes.

Streamlined processes that are less labour intensive and reduce the risk of errors.

	Review existing contract, especially where employees have multiple contracts for similar roles with the view to bringing these together
	Paul Johansen
	Jan 2011 – Apr 2012
	Katherine Simons,

Julie Brown
	Reduced effort in dealing with pay related queries.

Streamlined contracts process for all employees.

	Undertake continuous data cleansing to ensure accuracy of data held in the Vision HR and Payroll system
	Paul Johansen
	Jun 2010 - Ongoing
	Katherine Simons,

Julie Brown
	Accurate management information.

Reduction in errors with employee pay, which will result in a reduced number of queries.

	Review existing policies and procedures relating to pay and expenses.
	Paul Johansen
	Jan 2011 – Apr 2012
	Katherine Simons,

Julie Brown
	Policies updated in line with policies, procedures and legislation

	Provide advice and guidance to managers and employees on HR and Payroll processes
	Paul Johansen
	Ongoing
	Katherine Simons,

Julie Brown
	Accurate advice and guidance to managers and employees, measurable through customer satisfaction surveys.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.9 Workforce Health

To deliver an in-house workforce health service ensuring that staff attendance is well managed, that staff are actively encouraged to look after their physical and mental health and that consequently they are at all times well placed to deliver a quality service.
In order to achieve this we will do the following:

· Ensure that policies and practice guidelines relating to attendance management are fit for purpose, are understood by managers and staff and are implemented fairly and consistently across the council.

· Deliver an in-house workforce health service, including a directly employed, Occupational Health qualified nurse clinician being available to assess, recommend and advise in relation to workforce health matters. 


· Ensure that those cases which require assessment by an Occupational Health qualified and registered doctor have access to such an assessment.


· Ensure effective collaborative working with colleagues in HR and where indicated external colleagues and services. 

· Overall this will ensure that staff who face health issues are actively supported to stay in work, if absent to return to work or if not able to return to work, have their future employment clarified.  

· Deliver training and information to staff and to managers in particular relating to attendance management practice issues.

· Deliver a range of health promotion events to staff. 

	Key Priority 9: Workforce Health
	Monitoring: Head of HR/ HR SMT/ Operational HR

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Deliver in-house Occupational Health (OH) assessments
	Paul Johansen
	Jun 2010
	Ethelda Brown
	Availability of referral capacity and increase in number of referrals

	Ensure that we have capacity to increase the number of referrals (MR1) which are assessed
	Paul Johansen
	Sept 2010
	Paul Johansen
	All assessments are undertaken within required timescales

	Deliver workforce health training to managers and staff 


	Paul Johansen
	Apr 2011 – Mar 2012
	Ethelda Brown
	Managers and staff well prepared in relation to handling health issues in the workplace

Continue to deliver at least two existing training events and two new ones

	Delivering health promotion events to staff
	Paul Johansen
	Apr 2011 – Mar 2012
	Ethelda Brown
	Health promotion events delivered to staff through briefings and communication via email and e-Call 
Deliver at least three major health promotion events for staff annually to promote health and wellbeing

Reduction in sickness absence levels and retain position as lowest sickness levels of all 5 WY Authorities

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.10 Attendance Management

The aim of managing attendance is to reduce absence from work, resulting in improved service delivery, reduced costs and relieve pressure on staff resources.

In order to do this, we will do the following:

· Robust policies and processes communicated to managers on handling attendance issues.

· Provide training to managers in handling attendance issues, especially in how to successfully conduct return to work conversations/interviews in order to make such conversations have an impact on attendance patterns.
· Develop robust and reliable attendance management process through the continuous development of the HR system to capture, manage and store all required information and to be capable of handling a variety of reporting criteria. 

· Provide tools to record attendance conversations, such as return to work interviews and ensure these form part of the discussion within the Performance Appraisal Scheme. This allows for a non-confrontational atmosphere in which to highlight the importance of good attendance for ongoing development and achieving the Council’s aspirations of providing an excellent service to residents. 

· Provide regular attendance information to managers to facilitate effective analysis of data.

	Key Priority 10: Workforce Health
	Monitoring: Head of HR/ HR SMT/ Operational HR

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Review existing attendance management policies, procedures and update where necessary.
	Paul Johansen
	Sept 2010 – Apr 2011
	Paul Johansen
	Policies, procedures and guidance up to date and in a format that is readily useable and easy to follow

	Provide training and briefing sessions good practice of attendance management
	Paul Johansen
	Apr 2011 – Mar 2012
	Ethelda Brown,

Paul Johansen,

HR Advisors,

OD
	Training and briefing sessions developed and delivered to managers.

Examples of good attendance management practices shared with other areas to learn from.

	Further develop the attendance module of the HR system to provide reporting to managers
	Mamoon Rashid
	Apr 2010 – Ongoing
	Project Team
	Up to date reports to managers on attendance issues through the Manager Self Service functionality, allowing them to manage attendance on an ongoing basis, rather than a one off task.

	Provide functionality in the HR system to record return to work interviews
	Mamoon Rashid
	Apr 2010 - Ongoing
	Project Team
	Return to work interview details recorded in the HR system, as part of Manager Self Service.

Promote the use of conversations around absence for the employee performance appraisal process.

	Measure and monitor attendance trends across the Council
	Mamoon Rashid
	Ongoing
	Matthew Radcliffe,

MI Team
	Workforce profile includes attendance trends, which are readily available for managers for comparison.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.11 HR Management Information and Systems
The introduction of Vision HR and Payroll system and an online recruitment system have improved the availability of HR management information with a comprehensive dataset. The second phase of implementation will see both systems rolled out to managers and employees, providing better access to strategic management information and a tool to manage a range of HR and payroll processes.
We will provide a consistent framework and access to tools for in-depth analysis of people management statistics and reports that will help Managers plan future actions and strategies for their services. Access to Manager and Employee Self Service (MSS and ESS) will enable managers and employees to effectively communicate with HR and automate the operational processes within the Council and Schools.
In order to do this, we will do the following:

· Provide a balanced use of technology for employee and manager interaction with systems to achieve high levels of service, efficiency and customer satisfaction

· Engage with service areas to ensure the information provided via Manager and Employee Self Service functionality is appropriate and consistent with their needs

· Integration of the HR related systems to provide consistency across all HR electronic records

· Continually develop management information capabilities, allowing managers to view their people management data, which will assist them in workforce planning and development

· Streamline HR and Payroll processes, achieving customer satisfaction and efficiencies
· Centralise the training administration system, providing streamlined workforce development and monitoring to the Council
· Develop automated management information capabilities to support managers in the provision of real time workforce information
	Key Priority 11: HR Management Information and Systems
	Monitoring: Head of HR/ HR SMT/ HR Projects

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Streamlined HR and Payroll processes

People Connect and online recruitment system self service functionality rollout to aid the streamlining of all HR and Payroll processes
	Mamoon Rashid
	Apr 2010 – Nov 2010
	Project Team,
HR and Payroll Team
	Streamlined HR and payroll processes.
Efficiency savings and increased customer satisfaction through reduced transaction times.

	Develop and rollout self service functionality to managers and employees
	Mamoon Rashid
	Apr 2010 – Nov 2010
	Project Team
	Reduction in transaction times.
Manager access to live workforce related data.
Employee access to relevant data, with update capability.

	Develop e-Forms and rollout as part of self service of Vision HR system
	Mamoon Rashid
	Mar 2010 – Nov 2010

Ongoing

Ongoing 
	Project Team
	Core payroll forms replaced to achieve efficiency through reduction in transaction times.
Eliminate dual input of data and reduction in error rates through data input at source.

	Provision of management information
	Mamoon Rashid
	Apr 2010 – Nov 2010
	Project Team
	Real-time workforce information delivered to managers via Manager Self Service.

	Develop the training module of the Vision system
	Mamoon Rashid
	Mar 2010 – Mar 2011
	Project Team
	Centralised training administration.
Improved monitoring and management information capabilities.

	Integration between HR systems

Develop an interface between Vision HR and the Online Recruitment Systems
Develop an interface between Vision HR and Wisdom document management
	Mamoon Rashid
	Sep 2010– Aug 2011
	Project Team
	Consistency of employee information across all HR related systems.
Eradication of dual input of information, resulting in efficiencies.
Availability of all employee related information via centralised system.

	Provide training and relevant material to employees and managers on new systems and processes
	Mamoon Rashid
	Mar 2010 onwards


	Project Team
	Vision system training developed as part of induction process
Training guides developed and available via the Intranet for access to all staff.

	Develop training on the value of good data monitoring and how managers can turn this data into useful information to effectively manage their workforce
	Mamoon Rashid
	Jun 2010 onwards
	Project Team
	Management information training developed as part the manager induction programme

	Effective communication of changes in working methods
	Mamoon Rashid
	Apr 2010 – Sep 2010
	Project Team
	Communication at all levels using a number of methods, such as through payslips, e-Call, staff briefings and email.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


3.12 Workforce Planning

We will undertake a systematic approach to anticipating staffing needs and determining what actions should be taken to meet those needs. Strategically, we will focus on the short and medium term needs of our workforce and put into place the action plans and effective monitoring mechanisms to ensure delivery of the expected outcomes.
In order to do this, we will do the following:

· Gaining a thorough understanding of our current workforce through developing appropriate reporting and analysis tools

· Providing current and historical workforce data to set meaningful employment targets, highlight emerging trends and enable accurate comparative reporting and analysis

· Improving the quality and measure of recorded data by identifying and resolving information gaps

· Utilising existing systems to deliver a comprehensive recruitment service, attracting a wider pool of quality candidates to positions within Calderdale 

· Envisioning the workforce and working environment that will most likely exist in the future

· Identifying the competencies that will move the Council forward to overcome challenges, seize opportunities, and thrive in new and improved ways of working

· Developing strategies and implementing these for building a workforce that is reflective of the communities we serve

· Integration of the workforce plans with HR programs, such as organisational development, succession planning and the development of a competency framework
	Key Priority 12: Workforce Planning
	Monitoring: Head of HR/ HR SMT/ HR Projects/ Workforce Strategy Management

	ACTION
	Success Criteria

	TASKS
	STAFF RESPONSIBLE
	TIME SCALE
	RESOURCES
	

	Develop a complete workforce profile portal that is accessible via the Intranet
	Mamoon Rashid
	Jun 2010 – Mar 2012
	Matthew Radcliffe, 

MI Team,

ICT Web Team
	Managers able to access up to date workforce related information.

Ability to spot trends, enabling future planning.

	Involvement of relevant stakeholders in the development of workforce data
	Mamoon Rashid
	Apr 2010 - Ongoing
	Matthew Radcliffe

	Ensure management information is relevant for the Council’s needs.

Sound understanding of the management information needs.

	Delivery of the actions as set out in the Workforce Strategy
	Workforce Strategy Manager
	Apr 2010 – Mar 2013
	Workforce Strategy Manager
	Actions aligned with the Council’s overall objectives.

Delivery of actions monitored within HR.

	Improve quality of workforce related data
	Mamoon Rashid,

Paul Johansen
	Apr 2010 – Ongoing
	Matthew Radcliffe, 

MI Team,

Marie Dobby


	Accurate workforce statistics and reporting.

	Further develop the Online Recruitment site for monitoring workforce related data
	Mamoon Rashid
	Apr 2011
	Tim Burnley,

Mathew Radcliffe
	Delivery of recruiting manager workflow and Talent Pool.

	MONITORING

· Monthly 1-2-1 with Line Manager

· Monthly HR SMT Meetings
· Monthly ER Meetings

· Use of Resources Scrutiny Panel
	


4 MEASURING PROGRESS
Progress will be measured through the above action plans which will be linked to each core business area. The action plans include identified tasks, timescales and success criteria. It is critical that the Council move away from having documents or strategies that are not delivered and end up being pieces of paper. The HR Strategy is designed to ensure delivery of all the stated objectives. Service Level Agreements will be in place with all Directorates and Schools to ensure we keep our promises to deliver all of the services identified in the HR Strategy.  

Progress will also be monitored by the Use of Resources Scrutiny Panel as this will provide an additional mechanism to enable success against the action plan.
The HR Strategy sets out ambitious aims with the intention that this will assist the Council in enhancing its reputation as an employer and service provider.
John Walsh

Head of Human Resources
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