PERFORMANCE MANAGEMENT
PORTFOLIO

DECISION SCHEDULE

HARTLEPOOL

BOROUGH COURNCIL

Monday 18" Septem ber 2006
at 9.00 a.m.
in Committee Room “B’

Councillor Jackson, Cabinet Me mber responsible for Performance Managementw il
consider the follow ng items.

1. KEY DECISIONS
None

2. OTHERITEMS REQUIRING DECISION

21 Auto Cad Plan Drawing Syn chronisation Procurement— Head of Procurement
and Property Services

22 Energy Efficiency Accreditation Scheme and Awareness Raising Campaign —
Head of Procurementand Property Senices

2.3 Language Trandation and Interpretation Services — Chief Personnel Senices
Officer

24 Local Government Pension Scheme Update — Chief Personnel Services
Officer

25 Draft People Strategy— Chief Personnel Services Officer

2.6 Remit of Local Joint Consultative Committee - Chief Personnel Services
Officer

3. ITEMS FORINFORMATION/ DISCUSSION
None

06.09.18 PERFORMANCEMANAGEMENT PORTFOLIO AGENDAL
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2.1

Bl
PERFORMANCE MANAGEMENT PORTFOLIO
Repoﬂr}t to Portfolio Holder y
18" September 2006 B
e
Report of: Head of Procurement and Property Services
Subject: AUTO CAD PLAN DRAWING

SYNCHRONISATION PROCUREMENT

SUMMARY

1.0 PURPOSE OF REPORT

To consider procurement of Measured Surveys and Draw ing

requirements for Children’s Services Properties.
2.0 SUWMMARY OF CONTENTS

Outlines  current and potential schemes  together
recommendations.

3.0 RELEVANCE TO PORTFOLIO MEMBER

Responsibility as Procurement Champion and asset management.
40 TYPEOFDECISION

Non Key
5.0 DECISION MAKING ROUTE

Portfolio Holder only

6.0 DECISION(S) REQUIRED

w ith

That approval is given to the procurement of Cad capture to complete

the programme of worktothe agreement of Children’s Service.
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Report of: Head of Procurement and Property Services

Subject: AUTO CAD PLAN DRAWING
SYNCHRONISATION PROCUREMENT

1. PURP OSE OF REPORT

1.1 To consider procurement of Measured Surveys and Drawing
requirements for Children’s Services Properties.

2. BACKGROUND

2.1  Over the past threeyears tenders have been received on behal of
Children’s Service to complete measured surveys of alschool. These
have been completed by three separate surveying cons utants, and
tenders accepted for the low est tender under bestvalue.

2.2 Unfortunately there is no capacity within the department to complete
this workinternally.

2.3 New technology has been developedto allow electronic auto cad plans
to by synchronised to the councik electronic asset management
database. Thisw ould allov electronic updates to plans, and
simultaneously with the databasew th this electronic sy nc hronisation.

2.4 Ademonstration has been given by Cad Capture one of the previous
successful contractors that has developed the draw ing enhancement,
and is the preferred contractor of Children’s Service. Cad Capture has
the capacity to create the modifications to existing plans w ith attributes,
and smart zoning allowingthe synchronisation to be completed.

3. CONSIDERATIONS

3.1 Apilat scheme has been completed by Cad Capture and this has
involved a w alkthrough surveys andverification. The pilot school
completed was Dyke House school. The cost of this workwas £3K A
ful quotation of service has been provided, and demonstrates value for
money.

3.2 Thefinal plans need to be consistent, and completed to the same
standard. There is the intention of completing the remaining five
secondary schools the cost will be intheregion of £16K. Further work
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3.3

3.4

3.5

4.1

is also envisaged on primary, and special schools, all of thew ork be
completed as per the previous written quotation provided.

Normally three written quotations are required to show value for money
but in recogniton of the previous prices t is suggested that an
agreement be entered intow th Cad Capture for the remaining schools.

In order to prepare for the Building Schools for the Future and Primary
Capital Programme accurate information is required by Children's
Services. Thiscan only be achieved by using electronic
synchronisation.

It has been advised that strategic decisions are being made onschools

based on the council’s information, and the accuracy of the plans. The
abovew ok s essential for this decision process to be made.

RECOM M ENDATIONS

That approval is given to the procurement of Cad capture tocomplete
the programme of worktothe agreement of Children’s Service.
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2.

PERFORMANCE MANAGEMENT PORTFOLIO
Report To Portfolio Holder

18" September 2006
Report of: Head of Procurement and Property Services
Subject: ENERGY EFFICIENCY ACCREDITATION
SCHEME AND AWARENESS RAISING
CAMP AIGN

(8

HARTLEMHL

B SR I LM R

SUMMARY

1.0 PURPOSE OF REPORT

To advise on the successful outcome of the application made to the
National Energy Foundation for accreditation under the Energy
Efficiency Accreditation Scheme and the development of an energy

efficiency and good housekeeping campaign.

2.0 SUWMARY OF CONTENTS

The Report informs of the outcome of the application for accreditation,
notes a number of further actions recommended for detailed
consideration and looks atthe development of an energy efficiency and

good housekeeping campaign.

3.0 RBELEVANCE TO PORTFOLIO MEMBER

The Energy Efficiency Accreditation Award is the national benchmark
standard in energy efficiency and demonstrates good asset
management and the effective and sustainable use of resources and
Portfolio Holder endorsed the application for accreditation at the

meeting held on 9 January 2006.

At the meeting held on 26 June 2006 the Portfolio Holder requested
that a campaign be undertaken to promote energy efficiency and good

hous ekeeping.
4.0 TYPEOFDECISION

Non Key
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5.0 DECISION MAKING ROUTE

Portfolio Holder only

6.0 DECISION(S) REQUIRED

1) That the successful outcome of the Accreditation application and
the further actions recommended for detailed consideration be

noted w ith the Portfolio Holder's comments w elcomed.

2) The Portfolio Holder advises upon the level and manner of the
involvement he wishes to have in the energy efficiency and good
hous eke eping campaign
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Report of: Head of Procurement and Property Services

Subject: ENERGY EFFICIENCY ACCREDITATION
SCHEME AND AWARENESS RAISING
CAMP AIGN

1. PURP OSE OF REPORT

1.1 To advise on the successful outcome of the application made to the
National Energy Foundation for accreditation under the Energy
Efficiency Accreditation Scheme and the development of an aw areness
raising campaign.

2. BACKGROUND

2.1 Detailk of the Application being made for accrediation of the Borough
Council under the Energy Efficiency Scheme which s managed by the

National Energy Foundation on behalf of the Carbon Trust w ere given
in my Report to your meeting of the 9 January 2006.

3. ACCREDITATION

3.1 Onthe 31August 2006 natification w as received from the Carbon Trust
that the Council’'s application for accreditation had been successful.
The Energy Hficiency Accreditation Scheme is recognised as the
national benchmark standard in energy efficiency. [t recognises the
high standards of achievement in the management and use of energy.

3.2 Arangements are to be made for the presentation of the certficate of
accreditation.

3.3 The Council now joins over two hundred other leading organisations n
business, industry and the public sector have gained accreditation.

They have done so by demonstrating:
 Management commitmentto energy efficiency.

* Investment, both actual and planned, in energy efficiency
measures.

* Arecord of progressive improvement in energy efficiency.

3.4  Accreditation did not require the Borough Council to be reaching ‘state
of the art standards. It required proper attention to the management of
energy, evidence of progressive improvement in standards and a
commitment to make further progress.
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4.1

4.2

4.3

5.1

MANAGEM ENT SUMMARY OF ASSESSOR’S REPORT

The assessment found that there has been a consistent reduction in
energy consumption aving to investment in heating systems, controls
and energy aw areness though monitoring/reporting

A number of future actions were noted and recommended for detailed
consideration. The key areas are as follow s: -

Completion and ratification of sustainable energy strategy

Development of long term investment plan

Develbpment of site specific targets and providing loca analysis tools
Mor e detailed analysis of energy trends, normalisation and benchmarks

Review options for automatic metering and recording
Mor e action n the areas of training/aw areness

A formal annualreview of the energy management programme should be
considered and used to develop priorities for the medium term

The report goes into detail in each of these key areas and gives
recommendations w hich officers need to take into consideration and
report back upon the implications to the Portfolio Holder as necessary.

PUBLICISING THE AWARD

Most of those w ho gain accreditation like to publicisethefact. Thiscan
be done in a number of w ays:

» Displaying the certificate in a public areasuch as reception

» Usingthe logo on corporate notepaper/business cards

» Feature articles in house magazines and trade journals

* Mention in corporate environmental reports

» Flying the ‘double e’ logo flag.
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6.

6.1

6.2

6.3

7.1

7.2

8.1

8.2

ENERGY EFFICIENCY AND GOOD HOUSEKEEPING

The Portfolio Holder has recognised the importance of the promotion of
energy efficiency and good housekeeping across the Authority and
requested that acampaign be undertaken prior to April 2007.

Officers within Neighbourhood Services Department and Sustainable
Develbpment Groups are preparing the approach to the campaign.

The Portfolio Holder is invited to express the level and manner of the
involvement he w ishes to have in the campaign.

FINANCIAL IMPLICATIONS

The avard is valid for three years, after which re-accreditation s
required to show that standards have been maintained. Thecaost of the
process is £1500 wil be funded from within existing budgets in
Neighbourhood Services.

The costs of the energy efficiency and good housekeeping aw areness
rasing campaign will be calculated when the content has been
determined but at this stage antcipated to be met from existing
budgets.

RECOM M ENDATIONS

That the successful outcome of the Accreditation application and the
further actions recommended for detailed consideration be noted w ith
the Portfolio Holder's comments welcomed.

The Portfolio Holder advises upon the level and manner of the
involvement he wishes to have in the energy efficiency and good
hous eke eping campaign
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PERFORMANCE MANAGEMENT PORTFOLIO
Report to Portfolio Holder

18" September 2006

Report of: Chief Personnel Services Officer

Subject: LANGUAGE TRANSLATION AND
INTERPRETATION SERVICES

SUMMARY

1. PURPOSE OF REPORT
To update the portfolio holder onthe Council’s strategy in providing translation
and interpretation services to our service users and to receive endorsement of

actions proposed to implement this.

2. SUMMARY OF CONTENTS
The report provides details of the background information on Language
translation and Interpretation services, the legal position, the Councils
commitment and arrangements so far, future options/fecommendations for
consideration and the financial implications.

3. RELEVANCE TO PORTFOLIO MEMBER
Corporate issues.

4. TYPE OF DECISION
Non-key decision.

5. DECISION MAKING ROUTE
Portfolio Holder only.

6. DECISION(S) REQUIRED

Note the report and endorse the actions planned.
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Report of: Chief Personnel Services Officer

Subject: Language Translation and Interpretation services

1.1

2.1

2.2

2.3

PURP OSE OF REPORT

To update the portfolio holder on the Council's strategy in providing
translation and interpretation services to our service users and to receive
endorsement of actions proposed to implement this.

BACKGROUND

There are many reasons w hy all members of the community may not be able
to access information or services without assistance including

. Physical dexterity problems such as MS, Parkinson's, arthritis, paralysis
. Vision impairment or blindness

. Learning dis abilities

. Brain injury or cognitive imparment

. Where English is asecond language

. Deafness or hard of hearing.

. Literacy difficulties

. Dyslexia

Hartepool is an increasingly diverse communiy with 26 languages being
spoken by Hartlepool residents as their first language, although the numbers
of people speaking each language is relatvely smal. Reople from black and
minority ethnic backgrounds account for approximately 1.6% of the whole
population (Census 2000) although this does not include people such as
Eastern Europeans who are now settlng witin Hartlepool. The small
numbers, combined with an increasing number of languages being spoken,
increases the accessibility difficulties being faced. Feedback from the bi-
monthly ‘Talking with Communities’ consultation events w ith people from
ethnic backgrounds indicates that there is notw despread know ledge of w hat
services are provided by the Council and therefore are not generally
accessed hy people from these communities. The consultation events are
starting to address the lack of understanding. Once there is understanding
of the services, the main concern does not appear to be the quality of the
service provided but over access to servicesw hen alanguage barrier exists.
The inability to communicate appropriately and effectively clearly impacts on
the way people feel about the service they have received. People w ith
disabilities represent 22.14% of the Hartlepool population (Census 2000).
However this includes a wide range of disabilities with a wider range of
needs. The number of people w ho for instance are deaf or hard of hearing,
or are blind or have sight impairment, or literacy dificulties and have made
themselv es know nto appropriate charities and support groups is small.

The issue of translation services in respect of Ward Surgery notices w as
considered at Counci on 27 July 2006
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3.1

4.1

* Current interpretation andtranslation arrangements include

Pending a review of the strategy, the approach currently being taken is as
follows

* Some documentation produced by the Council e.g. Ward Surgery notices
include details in a number of languages of how to dbtain the details in an
alternative format (e.g. large print, Braille etc) or language

« Arrangements can be made, on request, to provide any Council document
inan alternative format or language

* Most of the Council consutations invitations and flyers include details in a
number of languages of how to obtain information in other alternative
format.

Lega Position

The 2000 Race Relations Amendment Act imposes a legal duty on Councils
to prepare and publish its arangements for ensuring public access to
information and services, which it provides. The Commission for Race
Equality guidance is that “public access means more than merely making
information or services available. It means that members of the public can,
in practice, w ithout discrimination- direct or indirect - and regardless of their
ethnicity, havereal and equal access to information and services”. The 2005
Dis ability Discrimination Act imposes similar duties in respect of people w ith
dis abilities .

Council Com mitment and arrangements

In compliance of the 2000 Race Relations Amendment Act, the Council
pubished its commitment to, and arrangements for, making sure that all
members of the public have real and equal access to information and
services in the Race and Equalty Scheme 2005 — 2008 approved by
Cabinet on 6" June 2005 as follow s:

e “Access. The Councils aim is for buildngs open to the publc to be
accessible and welcoming towards ensuring information is available in
accessible formats.

» Service Delivery: Most gereric Council services will where possible be
available to use, or adapted for use for people with disabilities.
Specialist services for people with disabilities w il aim to meet their needs
and preferences.

» Access to nformation and services: Access to information and service is
a the heart of everything the Counci does. We are therefore currently
developing a number of initatives to improve hav w e communicate w ith
employees and service users. A suite of strategies to deal with all
aspects of internal and external communications that include
consultation, complaints, complements and comments is currently being
developed along w ith a dedicated Contact Centre that provides a central
contact point.
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4.2

4.3

4.4

* The Council provides a translation service and should the caler wish o
have a translator available then call to the fdlowing staff will provide this
facility through Language line”.

Currently the following arrangements have been made in respect of
translation and inter pretation services

* Languageline — a service that provides language interpretation service
on demand over the telephone. This is available at all customer contact
points and over 160 employ ees have been trained in its use.

* Tees Valey Durham Communication Service — a service that provides
a Lip Speaking and British Sign Language interpretation service by
appointment.

* An accessible website which meets industry standards (check with Paul
Diaz), including a welcome message in the seven most commonly
languages (other than English) spoken in Hartlepool, facility to increase
print size and Brow sealoud w hich enables text on the website to be read
in English

* Some Council documents such as Ward Surgery notices include details of
how to obtain versions in the most popular languages spoken in
Hartlepool or formats such as large print, Braille, talkngtapes etc

+ Arrangements for all documents to be translated into different languages
or formats (as above) on request.

In addition to the legal requirement, the Council, via its Equality and Diversity
policy, aims to develop an inclusive society and is committed to ensuring all
council services are accessible and that their provision is free from prejudice
and unlawful discrimination and sensitve to the needs of all local
communiies.

The Council has achieved Level 2 of the Equality Standard for Local
Govemment and is committed to attaining Level 3 of the Equality Standard for
Local Government by March 2008. A key strand of Level 3 in respect of
service delivery is w hether issues of barriers, accessbility and reasonable
adjustments in the provision of services have been addressed. Council aims
to avoid unlawful discrimination by adopting and supporting policies and
practices, which ensure members of the public, are treated fairly. The
Diversity Steering Group is responsible for overseeing progress tow ards Level
3 of the Standard and to assist in this has developed an action plan w hich
includes the devebpment of an Access strategy in relation to Buildings,
Services and Information.

Future Options

Consderation is being given to the following (as yet uncosted) options t
improve the arrangements, although the Iist s by no means exhaustive and
any changesw il need to be affordable:

* A brief strapline exphining the Councils translation and interpretation
services, and how to access them, in the most popular languages printed
on the reverse of all letterheads.
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* Inclusion of similar strapline on all leaflets and booklets produced by the
Council

* Aleaflet and/or logo explaining the Counci’s translation and interpretation
services, and how to access them, in all languages spoken in Hartlepool.

* Al signs outside Council Buildings translated in different languages (as
provided at Darlington Council and Middlesborough Council).

* Al Statutory and/or Democratic Services notices automatically translated
into several languages.

6 Financia implications

6.2 To date, all costs associated w ith translation and inter pretation services have
been met from within existing budgets. Appendx A details some of the unit
caosts of providing the services detailed in 4.2 above

6.3 Any extension of the current arrangements is likely to resut in a budget
pressure and in anticipation of this, a bid for additional resources in 2007/8
has been made.

7 RECOM M ENDATIONS

7.2 That the Portfolio Holder

a) Notes the current arrangemernts,

b) endorses the planned actions

c) notes the bidfor additional resources

d) considers referring this issue to Scrutiny Co-ordinating Committee to

help develop the strategy and arrangements.
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Appendix A

Unit costs of providing translation and interpretation services:

Name of the service

Unit costs

Translation services into different
languages

Approx £80 to £100for 1000 w ords
(E125+for anything s pecific that
needs technical ranslations).

Inter pretation service (Durham and
Tees Valley Communication
Services)

£25 to £35 per howr and travel
expenses during w orking hrs. Out of
hours thecharges escaate.

Telephone interpretation
(Languageline)

Charging System [ 1™ 15 mins

Office hours (8am | £2.85/min
— 6pm)

Oout of
hours

Office | £3.25/min

Week-end Rate £3.25/min

Braille trans lation service

Adsize costs approx £10

BSL interpretation service (Durham
and Tees Valley Communication
Services)

Minimum 2 hrs
(Normal working hrs) £23.15 per hr +
travel

Brow sealoud (for the Web)

3 year contract costs £5000
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Bl
PERFORMANCE MANAGEMENT PORTFOLIO
Report To Portfolio Holder y
18 September 2006 B
e
Report of: Chief Personnel Services Officer
Subject: LOCAL GOVERNMENTPENSION SCHEME
UPDATE

SUMMARY
1.0 PURPOSE OF REPORT

To inform the Portfalio Holder of new pensions regulations and plans to
implement them and seekcomment on the consukation exercise for the
new look pensions scheme.

2.0 SUMMARY OF CONTENTS

An outline of the new pension regulations, proposals for the new look
pension scheme and commentary onthe implications for the Council.

3.0 RELEVANCE TO PORTFOLIO MEMBER
Corporate issue

4.0 TYPEOFDECISION
Non-key decision

5.0 DECISION MAKING ROUTE

Portfolio Holder

6.0 DECISION(S) REQUIRED

The Portfolio Holder is requested to:

* Approve programme of review, consultation and implementation
tocomply w th the new pensions regulations.

» Confirm aresponse to the consultation exercise on the new look
pension scheme.
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Report of: Chief Personnel Services Officer

Subject: LOCAL GOVERNMENTPENSION SCHEME

UPDATE

1.

1.1

2.1

BACKGROUND

The Government continues to progress changes to the Loca
Govemment Pension Scheme (LGPS). Revious reports have been
presented setting out the proposals and the implications for Hartlepoal
Borough Council, as best they could be assessed at the time.

This report addresses:

e changes that are antcipated to the LGPS from 1 Cctober but
will not be fnalsed until after the summer recess.

* A response to a consultation exercise for a ‘new look pension
scheme’ due to come intoforce in April 2008.

DRAFT LOCAL GOVERNMENT (EARLY TERMINATION OF
EMPLOYM ENT) (DISCRETIONARY COMPENSATION (ENGLAND
AND WAL ES) REGULATIONS 2006

The final regulations will not be published until after the summer recess
of Parliament however the new regulatons will apply where the
termination date is on or after 1 October 2006. Any termination prior to
1 October 2006 will fall under the provisions of current Discretionary
Compensation Regulations.

The following changes arerequired to current Council Policy:

* Provide a discretonary power to award a one-off lump sum
pay ment up to, but not exceeding, two years pay (from 66 weeks ©
104 weeks) inclusive of any redundancy pay ment payments made.

* Remove the power to avard added years (although additiona
membership can still be aw arded through augmentation provisions
in the LGPS).

» Additional membership (auglmentation) can be awarded in specific
circumstances up to 6 2/3° years. Augmentation is payable as a
one off lump sum direct to the Pension Scheme or over a 5 year
period.
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2.2

3.1

3.2

 The 85 year rue will be removed from the scheme in respect of
benefits accruing after 30 September 2006 (by vitue of
Transitional Protection, after 31 March 2013, for those members
whowould be aged 60 or over and / or satisfy the 85 year rule by
that date). Benefits banked up to 30 September 2006 (or up to 31
March 2013 for those covered by Transitional Protection) will not be
affected by the change. Local Authorities are aw aiting regulation
amendments to be confirmed changing these dates to 31 March
2008 and 31 March 2016 res pectively.

 The policy allowing the reduction or suspension of contributions
after 40 years’ pensionable local government service is to be
deleted as it breaches the Age Regulations. Employees can now
remain in the fund beyond 40 years.

* Ability to provide policy for flexble retirement after the age of 60
years w here employees will be able to reduce their hours or move
to a less senior position in preparation for retrement and draw

accrued benefits from ther pension.

* Employees can retre voluntarily after the age of 60 years w thout
employers consent

The changes take effect on 1 October 2006. However, it will take
some months for the policy to be reviewed, consuted upon and
agreed. Meanw hile our current policy allow s us to be able to make
decisions w thin the scope of the new legislation w hile this revien takes
place. Itis proposed that an implementation date in the new year be
targeted subject to consultation withtrade union representatives.

NEW L OOK PENSION SCHBEM E

The Department for Communities and Local Government have drafted
a document for consultation regarding a number of options for a new
look LGPS for comment by Local Authorities in England and Wales by
29 September 2006. The purpose of the reforms i to ensure Loca
Authorities can maintain a sustainable and affordable pension scheme
for the future. The Government are targeting a date of 1 April 2008 for
thefull introduction of the new scheme.

The consultation centres around four options (see Appendix A for more
detail):

A. Anupdated currentscheme, with additional benefit improvements

B. Anew, final salary scheme with an improved accrualrate

C. Anew, career averaging scheme; and

D. A new, hybrid arrangement, based on a career-averaging core w ith
afinal salary option

PerfMan- 06.09.18 - CPSO - LGPS update

3 HARTLEPOO LBOROUGH COUNCIL



Perfor mance Managenent Portfolio— 18 September 2006 2.4

3.3 There are a number of issues for Hartlepool Borough Council to
consider, foom a view upon and include in any response to the
cons ultation exercise.

1.

Should the Council aimfor the LGPS to be an integral part of the
remuneration package to attract, retain and reward longer serving
career staff or plan for a redistributive effect to attract shorter
serving, low progression staff?

A CARE scheme is of less value to retain and develop staff when
they consider w hether or not to apply for a promotion

The views of Teesside Pension Fund should be taken account of
regarding the affordability of the options in relation to the current
fund value and future predictions.

For options C and D itw ill bevital that pay records are accurate and
audited on an annual basis: this has resource implications.

Under a career average scheme, employees do not have to worry
about fluctuations to their pay and therefore this will encourage a
more flexible approach toretirement

The attractiveness of the new scheme in relation to recruitment and
retentionfor this Council andthe local government sector generally.

The LGPS regulations should support change management. For
example, the attractiveness of retirement options and the cost to

employers.

Protection for employees is required if the new scheme B
detrimental to existing members. Ako protection for members
during transitional arrangements is required, particularly for people
atcritical stages of their career

Employers need consistent and accurate information to pass
employees from a national level to explain the changes and hav to
assess the implications on a individual level

10. A tw o-tier ill-health retrement scheme would be helpful to redeploy

employees.

3.4 The comments of the Corporate Management Team will be reported
orally to the Portfolio Holder’'s meeting. It is proposed that the follow ing
points be made in response to the consultation exercise, subject to the
comments of the Portfolio Holder.
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4. RECOM M ENDATIONS

4.1 It srecommendedthatthe:

* Council undertakes a programme of reviewv, consutation and
approval as set out in paragraph 3.2 in order to comply with the
draft Local Government (Early Termination of Employment)
(Dscretionary Compensation (England and Wales) Regulations
2006.

» The Portfolio Holder confirm the response to the consultation
exercise on the ‘New Look Pension Scheme’.
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APPENDIX A

New Look Pension Scheme - Options
Additional Key Information
Other improvements costed into the options are:

1. Lump sum paymernt increasedto 3 times salary (fromx2)

2. Partners pensions for cohabitees (this provision depends on the

outcome of aLaw Commissions consultation paper)
3. Introduction of a two-tier ill healthretirement provision

It s proposed that 50% of the savings from the removal of the 85 year rule are
recycled into the new pension scheme. This wil help to mitgate additional
pension costs associated withthe new scheme.

The costs of the options will vary across different Funds and the consultation
paper has strongly recommended that Fund and Scheme employers assess
the likely impact on their costs should any of the options be implemented on 1
April 2008. The data given under the cost options below show a relative cost
betw een the current scheme (current benchmark 20.9%) and the new
scheme, rather than absolute costs.

Curent Scheme

Des cription: Finalsalary pension scheme w ith 1/80" accrual and 3/80" lump
sum (RPIrevaluation after leaving)

Option A

Des cription: Updated current final salary pension scheme, with additional
benefit improvements (1/80th accrual plus 3/80ths lump sum)
with RPIrevaluation after leaving.

Cost: 19.4%

Comment: The savings from the introduction of the twotier ill health
retrement provision mean that the scheme costs less. Thiswill
result in a lower contribution rate from employees and
employers. The Unions may seek improvements because of the
know n cost saving.

This option will give greater benefits to long serving staff w ho
progress up the earnings scale.
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Option B

Des cription:

Cost:

Comment:

Option C1

Des cription:

Cost:

Comment:

Option C2

Des cription:

Cost:

Comment:

PerfMan- 06.09.18

A new final salary scheme with an improved accrual rate of
1/60th (and lump sum available by commutation with RPI
revaluation after leaving).

20.9%

There is no automatic entitkment to a ump sum under this
option.

The cost of this scheme is likely to mean an increase in the
employee’s contribution rate.

Consideration would need to be gven to a tiered employee
contribution rate which would encourage short-serving, low
progressing staff to join the scheme.

A new, career average (CARE) scheme with 1.85% accrual and
RPI revaluation bath during employment and after (with lump
sum available by commutation)

20.6%

see below for Option C2

A new, career average (CARE) scheme with 1.65% accrual and
RPI +1.5% revaluation during employ ment (revalued in linew ith
w age inflation) and RPI revaluation after leaving (w ith lump sum
available by commutation)

20.5%

Options C1 and C2 move from a final salary scheme to a career
average scheme.

In order to ensure affordahility an increase in the employee
contribution rate w ould be necessary (but less than Option B).

As with the final salary pension scheme, this option retains the
nature of the LGPS as a good qualty, defined benefit
government sponsored scheme. The difference is that rather
than the benefits being caculated by reference to the pay at or

- CPSO - LGPS update
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Option D

Des cription:

Cost:

Comment:

PerfMan- 06.09.18

near retirement, they would be calkulated by reference to the
average earnings over the length of service. The individual
years’ earnings w ould be revalued n line with an index (by RH
or RPl +1.5%).

C1 is more beneficial to short service scheme members as it
has the higher accrualrate and greater redistributiv e effect.

C2 sits in-between options Cl and D in terms of benefi.
How ever because option C2 s based on historical w age inflation
over the last 10 years, if wage increases are closer to RPI in the
future then this option could be more expensive than a fina
saary scheme.

Longer serving employees are likely to receive a low er benefit
under this type of CARE scheme in comparison to afinal salary
scheme.

The aggregation of separate periods of local government
pension rights would not be necessary and therefore removes
the needfor this decision.

This option avods expensive liabilities being incurred by the
receiving authority where an employee transfers from one
authority to another on a higher salary. Also, any promotion that
results in a saary increase wil only affect future pension
benefits, as the previous service pension benefits will not be
affected.

Those people who come into local government on a middle
management or senior post and do not get promoted, do not
unduly benefit from a final salary scheme but could benefit from
a CARE scheme.

A new, hybrid scheme (a CARE scheme with aonce only option
of joining a final salary scheme)

same as Q1) or 2) + 3% additional contributions for
employees whochose afinalsalary arrangement

There is mixture of benefits / limitations of both final salary and
CARE schemes.

Staff may perceive the CARE scheme as being inferior because
the final salary scheme means additional contributions are paid
in. However, the reality is the additional payments cover the
cost of selection by those staff w hom a final salary scheme

- CPSO - LGPS update

8 HARTLEPOO LBOROUGH COUNCIL



Perfor mance Managenent Portfolio— 18 September 2006 2.4

appropriate, ie. those who obtain promotions during ther career
in local government

Other Options

* A hybrid CAREfina salary scheme w here earnings up to a specified
level (say £12000) are subjectto the CARE scheme and eaming above
that level aresubject to the final salary scheme

* A hybrid CAREfinal salary scheme w here, for example, for the first 5
years of employment a CARE scheme applies and, after 5 years, the
final salary scheme applies

* Alow cost scheme for those employees not joining the main LGPS,
e.g. a Defined Contribution (Money-Purchase) Scheme with a 0%
employee contribution and a 4% employer contribution or a defined
benefit scheme w ith a low accrual rate and a low member contribution
rate

PerfMan- 06.09.18 - CPSO - LGPS update
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2.5

Bl
PERFORMANCE MANAGEMENT PORTFOLIO
Report to Portfolio Holder y
18 September 2006 B
e
Report of: Chief Personnel Services Officer
Subject: DRAFTPEOPLE STRATEGY

SUMMARY

1.0 PURPOSE OF REPORT

1.1 To consider the Authority’s Draft People Strategy, which has been
considered during its compilation by the HR Working Group (a sub-

group of Scrutiny Co-ordinating Co mmittee).

2.0 SUWMARY OF CONTENTS

An outline of the process for drafting the Strategy and a copy of the

draft Strategy is included in the report.

3.0 RELEVANCE TO PORTFOLIO MEMBER
Corporate Issue.

4.0 TYPEOFDECISION
Non-Key.

5.0 DECISION MAKING ROUTE
Portfolio Holder

6.0 DECISION(S) REQUIRED

 Toapprove the draft People Strategy
» Toconsiderreporting the People Strategy to Council
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Report of: Chief Personnel Services Officer

Subject: DRAFTPEOPLE STRATEGY

1.1

2.1

2.2

2.3

2.6

2.7

PURP OSE OF REPORT

To consider the Authoriy’s Draft People Strategy, which has been
considered during its compilation by the HR Working Group (a sub-
group of Scrutiny Co-ordinating Committee).

BACKGROUND INFORMATION

Local Authorities need to have thevisionary keadership, organisational
flexibility and people capacity to deliver improved services; greater
efficiency and better customer focus infront line services.

In embracing the challenge of organisational transformation, Local
Authorities need the right people, working in the right way and w ithin
the right culture. A People Strategy assists the development of this
culture by focusing resources on complementary and consistent
people management practices to improve the effectiveness and
efficiency of the People function and the Counciil.

At the meeting of the Finance and Performance Management Portfolio
held on 28 November 2005 (Minute 2 refers), the revision of the
Authority’s current People Strrategy was referred to  Scrutiny
Co-ordinating Committee w hich on the 20 January 2006 approved the
establishment of a HR Working Group. Councillors James, A Mars hall
and J Mars hallw ere appointed to serve on the Working Group.

The HR Working Group met formally from 9 February 2006 to 17
August 2006 to discuss and receive evidence relating to this referral.
Follow ing consideration of the Authority’s second draft People
Strategy on the 24 May 2006 Members of the Working Group
approved the content of the draft Strategy and outlined their support
for the involvement of key stakeholders within Elected Member,
Employee, General Public and Partner groups.

Subsequently a consultation programme w as undertaken over a two
month period by the Chief Personnel Officer with the Authority’s
Corporate Management Team, Departmental Management Teams,
Trade Unions, Elected Me mbers, Council staff and external partners.
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2.8 Upon conmpletion of the Consukation Programme Members
considered the final draft of the Authority’s People Strategy and
endorsed its content. The working group alsoconcluded that:-

(@ The Authority's People Strategy should be a Strategy that
constantly evolves in light of organisational changes and
challenges;

(b) The Authority’s People Strategy should be reflective of the needs
of Hartlepool’s communities, responsive to the aspirations of
Council Staff; and have achievable aims and objectives that are
appreciative of Council resources/capability; and

(c) That the HR Working Group should remain in place in order to
faciltate future discussions wih regard to Single Status
Agreement / Arrangements and be renamed the Single Status
Working Group.

3. SCRUTINY CO-ORDINATING COMMITT EE

3.1 The draft People Strategy has been reported to the Scrutiny
Co ordinating Committee on 15 September 2006. Comments were

unavailable the writing of the report and w il be reported to the Portfolio
meeting.

3.2 A copy of the Final Draft People Strategy is attached at Appendix A
for consideration by the Portfolio Holder.

4, RECOMM ENDATIONS
4.1 That the Portfolio holder isrequestedto:

(@ Approvethe draft People Strategy

(b) Consderreportingthe People Strategy to Council

Contact Officer: - Joanne Machers — Chief Personnel Services Officer
Chief Executive’s Department
Har tlepool Borough Council
Tel: 01429523 003/ 523 087
Email: joanne.machers @hartlepoad.gov.uk
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Appendix A
HARTLEPOOL BOROUGH COUNCIL

PEOPLE STRATEGY 2006-2009

Foreword

Photograph of Peter Jackson

| have great pleasure inintroducing the Council's People Strategy. It shows
w hat can be achieved w hen everyone in the Council has the opportunity and

the interest to participate in long-term planning.

The Strategy is the product of members w orking w ith officers, talking about
the big issues facing the Counciland how they w il affect our w orkforce; key
stakeholders reshaping early drafts so that it reflects a broadrange of views
and reflects an organisation taking responsibility for its people.

You will find the Strategy & inthree parts:

* Setting the scene

+ Detaik about whatw eaim to do, how wewill do it and how wewill
measur e our SUccC ess

» Some facts and figures about the Council’s w orkforce and other issues

I'd like to emphasise that this Strategy covers both the employees of the
Council and also elected me mbers w hich Ithink recognises the fact that
everyone is working to ac hieve the same objectives, within the same
environment The similarities far outw eighthe differences.

| want to make this Strategy well knov nand used on a regular basis. A
shorter version will be made avaiable, setting out the main priorities and
actions, in an easy-to-read-and-useformat andw il answer the ‘What's in it for

me’ question.

I'd like to take this opportunity to express my thanks to the joint
member/officer working group w ho have discussed, debated, designed and
drafted this Strategy and worked hard to ensure the w hole process has been
as inclusive as possible.

| hope you find the Strategy informative and interesting and | w ould w elcome
any comments or suggestions you might have. | canbecontacted on 01429
523702.

Councillor Peter Jackson
Performanc e Management Portfolio Holder
October 2006
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PART 1

Introduction

Hartlepool BC exists to give best serviceto the people of the town.
The Councilrecognises the essential link betw een people and
performance and acommitted, skilled and capable w orkforce is key to
delivering high-quality services to our local communities.

This People Strategy (the strategy) supports the delivery of the
Council’s corporate plan, departmental service plans, operational
activites and improvement initiatives. The strategy sets outthe long-
term vision for the Councils style and culture as an employer, with
personal and organisational improvement at its very heart.

Asthesecond smallest unitary council in England resources are scarce
and maximum benefit from investment is essertial. Itis vital that our
people resources are effectively managed. Wewantthem to provide
value for money and be planned in astructuredway. They also need
to befully integrated with the service planning arrangements for the
Council, in the short, medium and long term. This strategy influences
the people aspects of organisational development and will enhance the
effectiveness of improvement interventions.

We wantto providethe most economic, efficient and effective services
as determined by the needs of the people of Hartlepool. This strategy
directly supports the Council's aims and its contribution to the Local
Strategic Partnership and Local AreaAgreement. It also attempts to
meetthe needs and aspirations of people whow ork for the Councilin a
paid or unpaid capacity, Hected Me mbers, employees and volunteers
of partner organisations and those whow ork as they leam.

The Council in conte xt

5

Hartlepool Borough Council has been classified as excelent, now four
star, since the introduction of the Comprehensive Performance
Assessment. We have ensured thatw e maintained thatrating with a
very strong base of high performingservices and a clear focus on
further improving baththese, and the corporate govemance and
development of the authority,

A clear focus on local priorities combined with highly effective
development and operational management arrangements, bothw ithin
the Council and in relationto the Council’s close workingw ith external
partners, ensures we have a strong core of services throughw hichw e
work. The alignment of the prioriies w ithin the Community Strategy
and thos e of the Council provides a streamlined framew ork within

w hichto plan, deliver and manage performance.
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This strategy has been developed at the same time as the Children’s
Wor kforce Strategy for Hartlepool. Close working betw een the tw o
development teams has ensured complementary and supportive
priorities ; objectives and activities are in place at this stage. On-going
cons ultation and monitoring will strengthenthe linkages betw een the
tw o strategies.

Mission/ Vision

8

10

11

12

This strategy aims to ensure that Hartlepool Council is a great place to
work. Our people who serve Hartlepoofs communities deserve to be
healthy and happy, properly skilled, supported and valued to ensure
the Council’s priorities are delivered and havether aspirations
successfully met.

Values / underpinning principles

This strategy is designed to deliver on arange of objectives blended to
meet Hartlepools needs. We know that one-off initiatives in a specific
priority areaw ill not be sufficientto address challenging people issues
asthe organisation progresses. People need to see, hear and feel that
they are valued every day if they are to make improved service delivery
areality.

People working together is the basis of Hartlepool's success. This
strategy s the result of Members, employees and their representatives
and partners w orking together. Together they w ill monitor and review
how effective the strategy is.

Our values of inclusion, recognition, personal grow th,w ellbeing and
performance accountability will provide a benchmarkfor all activities.

The Councilis committedto equalities and aims to make Hartlepod
and the Council as an organisation, as inclusive as possible. Working
together to get things done and building on our similarities is how we
achieve more than many expect. Embracing and learning from our
differences will strengthen our ability to become afully inclusive
society .

Strategic goals

13

Within the overarching concept of organisational and people
development w e have identified six elements that bring together the
various aspects of managing and developing people within the
organisation. Eachstrategic goal is explained, has objectives and
details of the activities and success measures invaved. The six
strategic goals are:

. Active, visible and effective pditical and senior management
leadership

PerfMan- 06.09.18 - CPSO - Draft P eople Strategy
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. Improve what we do

. Develop skils and talent

. Healthy working

. Recognition, engagement andrew ards
. Resourcing

Priorities

14

15

16

The objectives and outcomes of the Community Strategy, Local Area
Agreement and Corporate Plan have directly influenced the shape of
this strategy. The key themes of supporting jobs and the economy,
lifelong learning & skills and heakh and care are appropriately
embedded within the strategic aims. When the current review of the
Community Strategy is completed this strategy w il bere-considered.

The Council's Efficiency Strategy and IT Strategy w ill have key impacts
on the development of the Council’s budget over the next few years
and how our organisation develops: our people priorities therefore
reflect the changes that will be required.

Each year the Corporate Planw il confirm the organisational
development priorities, w hich in turnw ill determine objectives and
actions for the People Strategy and the Human Resources Division
service plan. The priorities for the future are:

16.1 Deliver a clear vision through a recognisable and talented
political and officer leadership team.

16.2 Meet personal me mber development needs through a
focused programme that also supports Council’s needs.

16.3 Ensure senior management capacity needs are planned
and delivered.

16.4 Cascade a coaching culture from senior managers and
Members throughout the organisation

16.5 Build on an established culture of improvemernt,
innovation, ideas and learning

16.6 Effectively apprase, plan and manage individual, team

and organisational performance so itis linked to
organisational objectives, competency framew orks and
development needs

16.7 Integrate corporate w orkforce planning arrangements into
departmental service plans

16.8 Improve the w ork-life balance and health of the w orkforce

16.9 Skill and resource managers to protect thew orkforce

from any harm to their health that w ork cancause andto
have a pasitve influence on the wellbeing of their team
members

16.10 Develop a workforce that can promote the health of

others

16.11 Operate a far pay, grading and rew ard strategy

16.12 Increase employee satisfaction levels
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16.13 Retain and recruit talent effectively to ensure excellent
service delivery

16.14 Monitor and develop people based strategies and policies
on accurate andrelevant workforce information

16.15 Reflect the profile of localcommunities in the Council's
w orkforce.

Responsibilities for the People Strategy

17

18

19

20

21

22.

The Executive via the Cabinet and the Portfolio Holder for Performance
Management will provide lkeadership and direction to the strategy.

The Corporate Management Team will provide complementary
leadership, direction and support to develop and implement the
strategy. They will ensure the spirit and promises of this Strategy are
deliveredthrough their managementteams.

The Scrutiny Co-ordinating Committee will monitor the implementation
of the strategy primarily through its People Strategy Group. The Group
w il monitor the progress and impact of the strategy in partnership with
employees, trade unionrepresentatives and senior managers. (N.B.
Any HR /industrial relations issues, arising from this Group, or n other
circumstances will be referredto existing negaotiation / cons ultation
arrangements.)

All Elected Me mbers are expected toreflect the corporate values and
spirit of this strategy in their capacity as employers.

Allemployees are expected to acknow ledge theirrights and
responsibilities within the context of the strategy.

The Chief Personnel Officer and Human Resources Divisionw il co-
ordinate the implementation of action points, deliver services to an
agreed standard, monior the strategy and report progress to Members,
senior managers and employees on a regular basis.

Risk -barriers to success

23

The risks associated with delivering on the key objectives in each
strategic aim have been assessed as:

23.1 Lack of skilled officer supportw ithinthe HR Division
Control measures include training and development, a retention
strategy for HR Division; joint officer leads for key proects.

23.2 Lack of financial resources or flexibiity to implement nnovatve
sautions
Control measures include a business case approachto proposal
assess ment.
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23.3 The pace of changewithin this strategy is not compatiblew ih
the cultural change needed tosucceed
Control measures include use of consukation and
communication; corporate management team ow nership,
leadership and management development programme to
underpin ability to change

23.4 The organisational development and people management
approac hw ithin this strategy is not shared by partner
organis ations
Control measures include consukation and communication with
partners, use of Communiy Strategy themes to build on
similarities rather than focus on differences

23.5 The political environment within w hich the organisation operates
may underminethe morale of thew orkforce.
Control measures include member/officer aw areness traning,
Chief Executive / Monitoring Officer interventions, People
Strategy Group.

Performance managem ent

24.

25

26

27

Each strategic aimw ithin this strategy has an action plan and success
measures defined w hich will be monitored and evaluated by the People
Strategy Group on aregular bass.

The Chief Executive’s / HR Service Planwill include all actions arising
from this strategy and progress will be reported to the Performance
Management Portfolio Holder w ithin corporate service plan reporting
arrangements.

Best Value Performance Indicators (BVPIs) w il measure performance
in specific areas and provide benchmarking data.

The performance management arrangements within the Hu man
Resources Divisionw il ensure detailed action plans for projects and
service improvements.
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PART 2

Strategic Goal 1:
Active, visible and effective political and senior managem ent leadership

28 The Councilw ants to have a positive culture deliveredthrough
leadershp skills at political and senior management level. We aim to
challenge existing practices and ensure continuous performance
improvements, modernise the council’s structure and systems and
identify strategic goals and long-term direction.

29 The leadership team needs to epitomise the Council's purpose and
sprrit. The organisationw ants leaders that bring out the best in the
Council’'s employees. Members and senior managers (i.e. chief
officers) must be able to manage and develop themselves and the
organisation to meet the continuing challenge of change.

30 Members and senior managers are needed to champion the
development of management capacity and capability and to encourage
and promote a learning culture. They will lead by example by taking up
and providing learning opportunities.

Objectives:

31 Deliver a clear vision through a recognisable and talented political

and officer leadership team.

32 Meet personal me mber development needs through afocused

programme that also supports Council's needs.

33 Ensure senior management capacity needs are planned and

delivered.

34 Cascade a coaching culture from senior managers and Members

throughout the organisation

Table 1.1

What this w il involve Currentl Further New 200 | 200 | 200
yin improveme | developme | 60 | 7/0 | 8/0
place | nt/review nt 7 8 9
needed needed

Member competency Yes

framework

Member training needs Yes Yes

analysis process

Mem ber induction Yes

programme Annual update
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2.5

Member training and Yes
developm ent
programme

Yes

Annual update

Code of conduct for Yes
Members

Senior management Yes
competency
framework

Yes

Senior management Yes
developm ent

programme

Yes

Member accountability
statements / job
descriptions

Yes

Member performance
managem ent process
Mem ber / senior
managem ent coaching
programme

Yes

Yes

Member mentoring
scheme

Yes

Mem ber handbook Yes

Yes

Annual update

Senior management Yes
recruitment processes

Yes

Senior management
performance
agreements

Yes

Senior management
induction programme
Senior management
workforce planning

Yes

On-going

Table 1.2

Success can be measured by

Meas urement method

Meas urement
Period

Employ ee satisfaction improves

Employ ee survey

Employ ee
survey cycle

Employ ee confidence in
management improves

Employ ee survey

Employ ee
survey cycle

Increased employee perception of
improvement

Employ ee survey

Employ ee
survey cycle

Me mber skills level improves

Annual member skills
audit

Annual member
dev elopment

report

Senior management competency
level improve

Senior management
skills audit

Bvery two years
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2.5

Complaints against Me mbers Satistics Annually
reduced

Complaints upheld against Senior | Statistics Annually
Managers reduced
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Strategic Goal 2:
Improvew hat we do

2.5

35 The Government modernisation agendas require the Council to
develop and delver high quality, cost effective services.

36 Business process re-engineering, partners hip working, technology
intiatives, w orkforce remodelling, efficiency targets, shifts in service
demands, increasing customer expectations, etc. place acontinual
pressure on the people in the organisation to plan, implement and
review change in a never endingcycle. It is a form of continual
transformation.

37 The Councilw ants a healthy culture of improvement sustained by an
investment in organisational development. Service improvement is
achievedw hen individual, team and corporate performance is well
managed. The Councilwill be a place w here everyone knows w hat is
expected of them and 5 managed and developed to perform effectively
and encouragedto learn from their mistakes. Performance
management, regular and appropriate communication, smooth
structures and change managementstrategies are all important
elements of improvingw hat we do.

38 We aim to develop effective partnerships with clear objectives and
responsibilities to share resources, avoid duplication and provide
service users with an improved service w herever w e can.

Objective

39 Build on an established culture of improvement, innovation, ideas

and learning
Table 2.1
Currently Further New
What thisw il involve in place | improveme | developme |200 [ 200 | 200
nt/ review nt 6/0 | 7/0 | 80
needed needed 7 8 9
Comm unication Yes Yes Annua update
strategies
Probationary periods for Yes
new employees
Job descriptions Yes On-going
review
Appraisals Yes Yes
Robust perform ance Yes Yes

managem ent
arrangem ents
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2.5

Develop meaningful
and effective

partnerships across all
sectors

Yes

Performance Yes
managem ent culture

Ensure the Council Yes
fulfils its social

responsibility as a
comm unity leader

Yes

Accredited quality
control systems

Balanced scorecard
for HR performance

Yes

Externa benchmarking Yes
of HRservices
Externa challenge —
critical friends network

Yes Yes

Yes

Enhance employee
em pow erment

Yes

Business improvement Yes
skills

Yes

Departmental Yes
suggestions schem es

Corporate suggestion
scheme

Yes

Integrate revised
Investors in People
Sandard to Strategy

objectives

Table 2.2

Yes

Success can be measured by

Meas urement method

Measurem
ent
Period

Reduced staff urnover

Statistics

Annually

Reduced absence levels

Statistics / BV PIs

Annually

Reduced capability cases

Statistics

Annually

Reduced occupational healthreferrals
Increased number of staff suggestions

Statistics
Statistics

Annually
Annually

Increased % of employees know howv
to make suggestions

Employ ee survey

Employee
survey
cycle

Increased % of employees view that
change has been well managed

Employ ee survey

Employee
survey
cyce

PerfMan- 06.09.18 - CPSO - Draft P eople Strategy

14

HARTLEPOO LBOROUGH COUNCIL




Perfor mance Managenent Portfolio— 18 September 2006 25

Strategic Goal 3:
Develop skills and talent

40

41

42

43

44

How the Counci intends torecruit and retain talented employees is set
out in Strategic Goal 6. Itis important how ever to confirm how the
Council will help employ ees raisetheir asprations, develop ther skills
and talents andrealisether potential to ensure excellent performance
and encourage employees toremainw ith Hartlepool BC. Maximising
individual capacity to increase organisational capacity requires on-
going investment in the personal and technicalskils of employees, a
positive learning climate and a commitment to succession plnning.
The Councilsupports the national agreements for local government
employees, which place responsibilities on the organisation to provide
development opportunities for our employees

The Council's Workforce Development Plansets out the organisational,
departmental and specialist requirements for the period 2005-10. It is
important to integrate the main elements into this People Strategy to
ensure strong links are maintained.

The Councilw ants managers w ho can make decisions w hen they are
needed, work in accordance with corporate values and can align
people to a shared vision and sustain them through the chalenges of
change. Line managers are key agents of change becausethey
translate corporate and unit objectives into day-to-day w orking realties
foremployees.

We w ant all employees to understand how their performance is
assessed and how core and management competency framew orks
apply to them. Individual development needs and opportuniies to
succeedw ill be identified and implemented both by employees and
managers. Wew ant our staff to inspire confidence in every customer,
partner and colleague that they are well trained, ableto understand the
customer’s needs and deliver on promises. People who are properly
consulted on their development needs within a professionalcontext w il
feel energised and empow ered. All Counci departments have
Investors in People accreditation, or are w orking tow ards the new
standardfor their new ly created department, and undertake regular
appraisal and personal development plan revien s —the effectiveness
of these activities will be continue to improve to encourage postive
employees attitudes to learning.

Managers of people at every level should be recognised as leaders
and change agents. They influence employees to perform efficiently in
their job, redisether potential and contribute to excellent services for
Hartlepool's communities. Actions will linkw ith other w ork undertaken
elsew here under the Community Strategy themes of ifelong learning &
skills and jobs & the economy.

Objectives:
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45 Effectively appraise, plan and manage individual, team and
organisational performance so itis linked to organisational
objectives, competency framew orks and development needs

46 Corporate w orkforce planning arrangements are integrated into

departmental service plans

Table 3.1

What this w il involve

Currentl
yin
place

Further
improveme
nt / review

needed

New 200 | 200

developme | &0 | 7/0
nt 7 8

needed

Management
dev elopment
programme for all levels

of managers and
supervisors

Yes

Yes

Managem ent /core

competency
frameworks

Yes

Trade Union Learning
Reps

Yes

On-going

Together Project

Yes

On-going

Competency payments

Yes

Yes

Retention paym ents

Yes

Yes

Developm ent activities
approva / budget
system

Yes

Yes

Improved manager
appraisal skills

Yes

Specialist induction for
managers

Yes

Induction strategy and
activities

Yes

Yes

Performance
agreements for
managers

Yes

Managers electronic
‘handb ook’

Yes

Retention /recruitment
/succession planning
strategy

Yes

Code of conduct for
em ployees

Yes

Yes

Links with Learning &
Skills Councils

Yes

Yes

Fasttrack scheme for
high achievers

Yes
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Financial supportfor Yes Yes
securing professional
gualifications relating
tocareer/role
Competency based Yes
recruitment
Evaluation analysis Yes Yes On-going
Basic skills Yes Yes On-going
programme
Table 3.2
Success can be measured by Measurement method Measurem
ent
Period
Corporate employ ee skills level Employ ee skills audit Annually
improves
Reduced turnover Statistics As
required
Increased internal appointments Statistics Annually
Reducedrecruitment costs Statistics Annually
Increased volunteers for internd Statistics As
groups required /
annually
Increased % of employees have Employ ee survey Employee
personal development plan Statistics survey
cyce
Increased % of employees know what | Employee survey Employee
training is available to them Statistics survey
cyce
Retain Investor in People status External accreditation Determine
d by liP
standard
Increased resources alocated to Budget and time allocated Annually
development activities
Evaluation of effectiveness Various As
required
Average NVQ level increases Skills audit / Statistics Annually
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Strategic Goal 4:
Healthy working

47

48

49

The Councilw ill take a proactive approach to the mental, emotional,
spiritual and physical health, safety and general well being of al
employees and members. This Councilw ants to provide everyonew ith
a safew orking environment. Thew orkforce should feel supported in
ther attempts to live a healthy, dignified and w ell-balanced lifestyle and
w here a culture of personal and inter-personal aw areness is
encouraged.

The personal well being of our people is a priority andw herever
possible arrangements w il be made to protectthe dignity and health of
people and support a workllife baance that is conducive to optimum
performance. We w ant our people to have high self-esteem, w ide
smiles and a depth of feeling about the job that they do.

The physical and mental well being of our people, and others affected
by their work activities, is promoted and secured through pro-active
professional advice and clear managementresponsibilities. Wew il
continue to address safe working methods and healthy lifestyles
through occupational benefits, pdicies andw orking environments,
through the use of technology and new ways of working. Our health
improvement programmes are develbped and linked to local, regional
and national public health strategies e.g. Choosing Health, andreflect
local ifestylerisk factors. Actions link with other work undertaken
elsew here under the Community Strategy theme of health and care.
Attendance management systems aim to be transparent and
supportive to employees whow ant to be atw ork and robust for those
who do not. Wew il adjust working arrangements to support individual
needs w herever w e can.

Objectives:

50

51

52

Improve the w ork-life balance and health of the w orkforce

Skill and resource managers to protect thew orkforce from any
harm to their health that workcan cause and to have a positive
influence onthew ellbeing of ther team members

Develop a workforce that can promote the health of others
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Table 4.1

2.5

What this w il involve

Currentl
yin
place

Further
improveme
n / review

needed

Developme

200 | 200
nt &7 | 7/0
needed 0 8

Managing attendance
policies and
arrangements

Yes

On-going

BEm ployee support
services

Yes

Yes

BEm ploym ent

protection policies e.g.

stress, dignity, anti-
bullying/har assment,
equality, age

Yes

On-going

Occupational hedthto
preventand address
workplace related ill-
health and contribute
to addressingill-heath
w hich impacts upon
the capacity towork

Yes

On-going

Healkh promotion
programme to
encourage lifestyle
changes

Yes

Yes

Health and safety
policies and
arrangem ents

Yes

On-going

Flexible w orking
policies

Yes

Yes

Welfare facilities

Yes

Yes

Holistic w ell-being
strategies aligned to
corpor ate objectives

Yes

Em ployee support for
ex-em ployees and
dependents

Yes

Career breaks /
sabbaticals

Yes

Programme of local,
regional and national
health initiatives
promoted to the
workforce in
partnership with other
partners

Yes

Yes
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Properly equipped Yes Yes On-going
w orkforce
Good working Yes Yes On-going
conditions
Managem ent Yes Yes On-going
competency in
absence managem ent
arrangem ents
Table 4.2
Success can be measured by Measurement method | Measuremen
t
Period
Absence levels reduced Statistics / Best Value Annually
Performance Indicators
Accidert levels reduced Statistics Annually
Employ ee satisfaction levels improve | Statistics / Employee Employee
survey survey cycle
Employee grievances/ complaints Statistics Annually
reduce
Increased employee aw areness of Employ ee survey Employee
employee support facilities survey cycle
Take up statistics Statistics
Reduced % of employees w ho feel Employ ee survey Employ ee
unduly pressured survey cycle
Increased % of employees whofeé Employ ee survey Employee
their health and safety isw el provided survey cycle
for
Reduced incidents of violence and Employ ee survey Employ ee
aggression Statistics survey cycle
Reduced substantiated occurrences of | Employee survey Employ ee
discrimination, harassment and Statistics survey cycle
bullying
Increase aw areness of employee Employ ee survey Employ ee
supportfacilities survey cycle

Reducedcost of health-related
liigation
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Strategic Goal 5
Recognition, engagement and rewards

53

54

55

56

57

58

Positive staff attitudes to the organisation’s values and objectives are
nurturedthrough positive recognition, engagement and rew ards
strategies.

A key element of the Council's People Strategy mission statement is to
ensure that employees feel valued. The Council is committed to the
principle of equalities and diversity. Managers, Elected Me mbers and
cdleagues all contribute to an employee’s feel-good’ level throughthe
things they say and do directly or through other channels. Feedback
should al ays be delivered personally, privately and constructively,
errors and performance that is low er than expected should be used as
an opportunity to learn and improve. Negative comments, w hich
undermine the confidence of a person, the image of the Council orthe
successes already achieved, w illbe addressed. Formal and infor mal
processes will enable and encourage internal and external
compliments. A culture of recognising excellent performance,
commitment and effortw ill be encouraged at all levels of the
organisation and across all departments.

We w ant employees to collaborate and participate fully inthe Council’s
business, share their views and understandthe wider context of w here
their job/rolefits in through regular consultation and communication.
To meet different a choice of involvement opportunities will be offered
through formal consultation processes, team activities, suggestion
schemes, employeesurvey, focus groups, etc. Communication
strategies will encourage vertical and horizontal exc hanges, w ith
feedback loops to ensure it isn’t “one-w ay”.

The formal mechanisms for trade union liaison aims to ensure
constructive and effective consultation, negotiation and representation.
It s welcomed and encouraged by the Council as an effective means of
understanding employees’ view s andreaching agreements.

Pay and other financial benefits will be ‘equality proof’ through a pay
and grading structure w hich links elements of pay to personal
development, contribution and competence and implements the Single
Status agreement and is subject to regular pay audits.

Asw e compete for talented people, the “w hole offer” package needs to
be defined and improved. The Council’s rew ards package for
employees and others w illseek to incorporate elements other than just
pay and other financial benefits. Creativity and flexibility is the key to
designing an employ ment offer. It needs to beresponsive to local and
regional labour markets, w hilst being underpinned by the stability of
national pay bargaining and equal pay considerations. Inthe long-
term, the Council will also consider the appropriateness of Total
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Rew ard Packages w here employees can ‘flex’their packages to suit
them at different stages of their life.

59 Specific attention will be paid to looking at how to address different
treatment, w hich might occur betw een different job types, particularly in
respect of low er paid jobs historically occupied by w omen and people
from ethnic minorities.

Objectives:

60 Operate a far pay, grading and rew ard strategy

61 Increase employee satisfaction levels

Table5.1

What thiswill involve Currentl Further Developme | 200 | 200 | 200
yin improveme nt 6/0 | 7/0 | 8/0
place | nt/review needed 7 8 9
needed
Revised pay & grading Yes
structure
Equal Pay audits Yes
Compliments, Yes
comm ents and
complaints
Harmonisation of terms Yes
and conditions
Long service aw ards Yes On-going
Motivational training for Yes
managers
Staff new sletters Yes On-going
Team briefings/meeting Yes On-going
by team leaders,
departmental m anagers
and corporate
managem ent team
BEmployee engagement Yes Yes
options
Celebrating success Yes
event
Total rewards package Yes
strategy
Corporate com pliments Yes
scheme
360 degree feedback Yes
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Table5.2
Success can be measured by Meas urement method Measurem
ent
Period
Increased employee satisfaction that Employ ee survey Employee
the Councilis a good employer survey
cyce
Turnov er reduces Satistics Annually
Anew pay & grading structure is Pay and grading structure 1.4.07
implemented w ith the support of TUs implemented
and ACAS
Equal Pay claims successfully Employ ment Tribunal claims | Annually
defended
Terms and conditions for Local Terms and conditions are 1.4.07
Government Employ ees are harmonised
harmonised
% of successful recruitment Statistics Annually
campaigns increases
Increased % of employees feelwell Employ ee survey Employee
informed survey
cyce
Increased employee engagement / Employ ee survey Employee
feedback survey
cyce
Strategic Goal 6
Resourcing

62 The Council’s ability torecruit and retain a motvated, skilled and

flexible workiorce depends on a broad range of factors. Wew ant the

Council to be considered an employer of choice i.e. a place where

people actively choose tow ork. How the Councilthen plans, manages
and deploysthew orkforce determines w hether customers are satisfied

and objectives achieved.

63 The Councilw ants to recruit andretain skilled and talented staff. The
Council’s recruitment and retention strategy sets out a positve and

constructive approach to attracting andretaining employ ees

64 Planningfor the short, medium and longterm requires clear andwell

constructed corporate and service plans w hich acknow ledge and

include worlkforce needs. The Council’s Workforce Development Plan

sets out the organisational, departmental and specialist w orkforce
needs for the period 2005-10 and the people policies needed are

included in this Strategy .

65 Wor kforce trends and future requirements rely upon accurate and

timely data about the national, regional and local employment situation.

The analysis of future changes arising from the use of technology,

business process re-engineering or demands for services is also
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important. Highreliance will be placed upon sophisticated and
accurate management and employee information. A high specification
HR/ Payroll system, w ith self-servic e facilities, will ensure improved
information and satisfy most data and Data Pratection requirements.

66 A climatew il be encouragedw herethe positive contribution of
applicants, Members and employees w th diverse backgrounds and
talents is recognised and reflects the w der communities of Hartlepool.

67 The Councilw ill promote local govemment, and the public sector
generally, as a career with prospects and satisfaction. External and
internal communications must enhance the image of the Council as
positive and modern so that we can attract andretain the best people.
National, regional and sub-regional co-operation is needed to develop
solutions to skills shortages’ andthe Council will join in partnership
arrangements and datasharing w herever relevant.

68 Retaining skilled employees during change is important to the Council.
The Council’'s approach and arrangements have been agreed within a
number of documents thatw il be kept under review e.g. Efficiency

Strategy, Change Protocol, efc.

Objectives:

69 Retain and recruit talent effectively to ensure excellent service
delivery

70 Monitor and develop people based strategies and policies on

accurate and relevant w orkforc e infor mation

71 Reflect the profile of localcommunities in the Council's w orkforce.
Table 6.1
What this involves In place Further Developme | 200 | 200 | 200
improveme nt 6/0 | 7/0 | 8/0
nt/review needed 7 8 9
needed
Arrangem ents for Yes On-going
managing staff
implications of
change program mes
established
Recruitment & Yes On-going
retention strategy
Comm unication Yes Annual update

strategies in place
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Participation in Yes On-going
Nationa Gradu ate

Develo pm ent
Programme

Corpor ae equality Yes
scheme

Integrate w orkforce Yes
planning into service
plans

Modern and efficient Yes Yes Yes On-going
recruitment
processes

Targeted recruitment Yes On-going
strategies

Improved HR/Payroll Yes
technology
Strengthen “local Yes
government as a
career” messagein
recruitment

Supportrecruitment Yes
fairs w ith partners

Share talent pools w ith Yes
partners

Hartlepool Town/ Tees Yes
Valley recruitment

portal

Shared w orkforce Yes

development plans
with local partners

Hartle pool public Yes
sector academy

Partcipate in north Yes Yes On-going
eastrecruitment /
talent initiatives

Modern apprentic es hip Yes Yes On-going
traineeshipschemes

Positive action for Yes
under represented
groups hn workforce
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Table 6.2
Success can be measured by Meas urement method Measureme
nt

Period

How closely the w orkforce Statistics Annually

reflects local communities

Exit interview analysis Questionnaire Annually

Labour turnover / Stability Statistics Annually

analysis Exit interview s

Key posts are filled quicKky with | Statistics Annually

the right people

New people policies have a Policy evaluation /review Ad hoc

pos itive impact

Joint recruitment initiatives Recruitment exercises 1.4.07

undertakenw ith partners

Increased % of employees feel | Employee survey Employee

committed to principles of survey

equalities and diversity cyce

Increased % of employees feel | Employee survey Employee

the Councilvalues equalities survey

and diversity cyce
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PART 3

Wor kforce analysis to be added

Number of employees — full-time / part-ime/ agency w orkers
Diversity profile

Local/ nationalskills shortages

Sickness rates

Grievance / disciplinary rates

Vacancies / turnover analysis

Recruitment statistics

Training and development statistics

Health and safety statistics

Employ ee support statistics

liP updates

Salaries info

Requests for flexible working / employee support policies
Hartlepool health profile from PCT

Etc.
References:

CIPD

PPMA

Audit Commission

Wellkom / The Work Foundation
Employers’ Organisation

Statistics

- Employee survey results 2003/ 2005

- HBC Workforce profile

HBC Corporate Plan

HBC Workforce Development Plan 2005-10
Hartlepool Local Area Agreement
Hartlepool Community Strategy

Local Government Pay and Workiorce Strategy 2005,
Children’s Workforce Strategy

Social Care Workforce Strategy.
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Bl
PERFORMANCE MANAGEMENT PORTFOLIO
Report To Portfolio Holder y
18 September 2006 B
e
Report of: Chief Personnel Services Officer
Subject: REMITOF LOCAL JOINT CONSULTATIVE
COMMITTEE
SUMMARY
1.0 PURPOSE OF REPORT

2.0

3.0

4.0

5.0

6.0

Toseek approval for the remit forthe Local Joint Consultative
Committee.

SUMMARY OF CONTENTS
The report sets outthe arrangements that have previously been

considered and agreed in respect of the Local Joint Committee w iththe
Trade Unions. The Committee has now met and confirmed that those

arrangements are still relevant

RELEVANCE TO PORTFOLIO MEMBER
Corporate Issue

TYPE OF DECISION

Non-Key

DECISION MAKING ROUTE

Portfolio Holder

DECISION(S) REQUIRED

* Approval fortheremit of the Local Joint Cons ultatve Co mmittee
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Report of: Chief Personnel Services Officer
Subject: REMITOF LOCAL JOINT CONSULTATIVE
COMMITTEE

1. PURPOSE OF REPORT

1.1 The report sets out the arrangements that have previously been
considered and agreed n respect of the Local Joint Committee w ith
the Trade Unions. The Committee has now met and confirmed that
those arrangements are stillrelevant

2. THERBEMIT OF THE LOCAL JONT COMMITTEE

2.1  Theremit of the Local Joint Consultative Committee w as discussed a
number of times during 2002 by the Committee itself. Although
agreement was reached at the time, the remit was never submitted for
Executive approval.

2.2  Theremit has recently been reconsidered and is attached as
Appendix A. It s recommended by the Co mmittee tothe Portfolio
Holder for approval

3. RECOM M ENDATIONS

3.1  The Portfolio Holder is therefore requestedto approvethe remitfor the

Local Joint Consultative Committee.
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Appendix A
LOCALJOINT COMMITTEE

REMT

1. TITLE

The Hartlepool Council and Staff Joint Committee will be called the ‘“Local
Joint Consultative Com mittee”.

2. REPRESENTATION

The Local Joint Consultative Committee shall compri® nine members of the
Hartlepool Borough Council to be appointed annually by the Local Authority
and an equal number of Hatlepool Borough Council employee s app ointed by
the Hartlepool Joint Trade Union Committee. It is expected that both the
Local Authority and the HITUC sides will call on the srvices of their full time
profe ssional/technical officers always provided that both sidesm utually agree.

The members shall retire annually and shall be eligible forre-appointment.

If a member of the Local Joint Consultative Committee ceass to be a
member or officer of Hartlepool Borough Council or a representative of
Hartlepooal Joint Trades Union Committee he/she shall thereupon cease to be
a member of the Local Joint Consultative Committee; any vacancy shall be
filed by Harlepool Borough Council or the Harlepool Joint Trade Union
Committee.

3. CHAIRPERSON

The Chair and Vice-Chair shall be appointed by the Local Joint Consultative
Committee attheir first meeting in each year. The Chairis to be appointed to
be a member of the Local Authority and the Vice-Chair to be appointed from
the HITUC dsde. The Chair of the meeting shall not have a casting vote.
M eetings will be chaired alternately by the Chair and Vice-Chair.
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4. OFFICERS

The <cretarial work of the Local Joint Consultative Committee shall be

carried out by Democratic Services.

5. FUNCTIONS

The functionsof the Local Joint Consultative Com mittee shall be:-

@ To establish regular methods of negotiation and consultation between
Hartlepool Borough Coundl and its officers in omer to prevent
differences and to adjustthem should theyarise, always provided that
no question of individual discipline, salaries, promotion, or effidency
shall be within the scope of the Local Joint Conailtative Com mittee,

except asprovided for by the Employment Protection Act;

(b) Toconsider any relevant matter referred to it by a Portfolio holder, the

Cabinet or by the Hartlepool Joint Trade Union Committee.

© To make recommendationsto the relevant Portfolio holder or Cabinet
as to the application of the terms and conditions of senice and the
education and training of Local Government officers employed by
Hartlepool Borough Council.

d The Local Joint Consultative Committee may refer any appropriate
matter for advice from the North East Provincial Council. It may alo
decide to advise the North East Provincial Council of any
recommendation of the Local Joint Consultative Committee which is
approved by Hariepool Borough Council and which appears to be of
more than purely local interest.

(e) Provided that there shall be excepted from the foregoing functions any
m atters which pursuant to Paragraph 80 of the Scheme of Conditions

of Service shall be referred to the Provincial Coundil.
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6. RULES AND REGULATONS

@)

(i1)

(iii)

(iv)

v)

(vi)

The Local Joint Consultative Committee shall meet as and when
required but not less than quarterly. The Chair or Vice-Chair may
direct the Secretary to call a meeting at any time. A meeting shall
be called within fourteen days of the receipt of a requisition signed
by not less than one-thid of the members of either side. The
matters to be discussed at any meeting of the Local Joint
Consultative Committee shall be stated upon the notice summoning
the meeting, provided that any other busness may be conddered if

admitted by a majority vote of those present at such meeting.

The quorum of the Local Joint Consultative Committee shall be

three repre e ntatives of each side.

No resolution shall be regarded as carried unless it has been
approved by a majority of the members present on each side of the
Local Joint Consultative Committee, and in the event of @) of the
Local Joint Consultative Committee being unable to arrive at an
agreement, or (b) of Harlepool Borough Council disagreeing with
the recommendations of the Local Joint Committee, the matters in
dispute shall, where thisisin accordance with the Constitution of the

No rth Eastern Provincial Council, be referred to that Council.

The proceedings of any meetings of the Local Joint Consultative
Committee shall be reported to the appropiiate Portfolio holder, to
Cabinet or direct to Hartlepool Borough Coundl as may be
determined locally, but before submission the report shall be signed
by the Chair and Vice-Chair of the Local Joint Consultative

Commitee.

The Local Joint Consultative Committee wil, in reaching any
agreements or recommendations, have due regard to the policy and

recom mendations of the North East Provincial Coundil.

Substitute s may be appointed by the Local Authority and HITUC for

their re spedtive individual delegates to attend meetings of the Local
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Joint Consultative Committee provided that the Secretary is
inform ed prior to the meeting of such attendance
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