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AGENDA ITEM NO.   5

TRAFFORD COUNCIL


Report to:


Employment Committee

Date:



9th November 2011

Report for: 


Information 

Report of: 
Director of Human Resources

Report Title


		Trafford Council’s Internal Apprenticeship Scheme







Summary


		This report details the launch of the Council’s first internal apprenticeship scheme at the beginning of October 2011 and sets out how Trafford can build upon the success of the initial scheme, to create new and sustainable opportunities for young people in the Borough.







Recommendation(s)


		· That Employment Committee notes the significant progress to date and the planned next steps relating to the sustainability of the Trafford apprenticeship scheme.







Contact person for access to background papers and further information:


Name:

Kerry Williams / Lisa Hooley




Extension:
4131 / 4670

Background Information

		Relationship to Policy Framework/Corporate Priorities




		The Council’s apprenticeship scheme aligns with  its priorities, in particular ‘Preserving and Improving Educational Excellence’ and ‘Improving the Health and Well-Being of Residents’



		Financial 

		Salary and associated costs i.e. training fees



		Legal Implications:

		Apprentice training contracts are in line with relevant legislation



		Equality/Diversity Implications

		In line with relevant legislation and good practice



		Sustainability Implications

		None



		Staffing/E-Government/Asset Management Implications

		The apprenticeship placements are training posts and do not impact upon the existing staff base



		Risk Management Implications 


		None



		Health and Safety Implications

		None





1.0
Introduction

Following approval from CMT in Quarter 1 2011/12, the Council’s internal apprenticeship scheme, led by Human Resources, opened to applicants in August 2011.  The original aim was to recruit 10 apprentices across the organisation and the agreed priority groups were:


· Looked-after-Children, in line with Trafford’s Corporate Parenting Responsibilities.

· Young people aged between 16-24 and,


· Trafford residents.


A Working Group, made up of representatives from Human Resources, the National Apprenticeship Service (NAS), Economic Development, Connexions, the Leaving Care Team and the 16-19 service was established to work towards the achievement of these aims.

Demand for the numbers of apprentices across the organisation far exceeded the original target of 10 and during the summer, a total of 29 vacancies were advertised within Trafford Council.


The 29 vacancies were across a range of apprenticeship roles; from youth work to neighbourhood support, highways and bridges, Human Resources and accountancy, amongst others.

1.1    Terms and Conditions

All apprentices regardless of their age will receive National Apprenticeship Minimum Wage (approx £95 a week) for the first year of their apprenticeship.  If the apprentice reaches the age of 19 in the second year of their apprenticeship they will receive National Minimum Wage for their age. All apprentices are employed on a 2-year training contract.


2.0 Apprentice Recruitment


The Council received 112 applications over a 3-week period for the first cohort of 29 advertised vacancies. All applicants were required to undertake an initial assessment of literacy and numeracy at Trafford College, in order to ensure that all candidates who were short-listed would have the ability to undertake an NVQ as part of their apprenticeship. For the accountancy vacancies, a GCSE grade A-C in both Maths and English was also required.

63 of the 112 applicants passed the initial assessment; of these, 52 were short-listed for interview and 22 apprentices were offered positions with the Council.

7 of the 22 apprentices were care-leavers (32%), 91% (20 out of 22) are aged 16-24 and 16 out of the 22 (73%) are Trafford residents. 


2.1     Apprentice Recruitment – Cohort 2

Recruitment for the second cohort of Trafford Council apprentices is underway. The remaining 6 accountancy vacancies from the first cohort are currently being advertised through yourcounciljobs and via the National Apprenticeship Service. We have received 34 quality applications so far and interviews are due to take place the week commencing 7th November. All candidates will undertake their initial assessment at Manchester College, as they will complete their Association of Accounting Technicians (AAT) qualification with this training provider.


Interviews for 4 customer care and libraries apprentices are also underway; recruitment for these positions is being managed from the pool of candidates who were appointable in the first cohort but who were unsuccessful at interview. Interviews are being held on Friday 4th November.


The one remaining position from Cohort 1 (Business Support – Planning) is also being re-advertised and candidates will be invited to an initial assessment on the 23rd November.


There are also a number of provisional apprenticeships, which may be recruited to and these include 2 procurement apprentices and 1 teaching assistant. If we are successful in filling all the above apprenticeships, this will bring the total number of apprentices employed by Trafford Council to 36.

3.0 Support for Apprentices and Managers


It is recognised that in order for the apprenticeships in the Council to be sustainable and effective, both apprentices and managers need support. The support that is currently being offered to apprentices and managers alike is listed below:


· Individual tailored support from the apprentices’ assessors from each individual training provider. Trafford Council are working with a number of training providers including Trafford College, Myerscough College, the Manchester College, Rathbones and M2 training. All apprentices employed in the first cohort will be starting their NVQ or AAT qualification in the next 2-3 weeks.

· A tailored corporate induction for all apprentices. The induction covers a variety of topics from working for a Council, terms and conditions, equalities and diversity, the apprenticeship framework and customer care skills.


· Individual mentors for each apprentice outside of their immediate service area should the apprentice require it. So far 4 out of the 22 apprentices employed have taken up this offer.


· Support from a dedicated online Learning Zone forum for all apprentices.


· Regular development for all apprentices as a group, facilitated by Human Resources on relevant topics.


· Guidance for managers; line managers are encouraged to formulate a development plan for their apprentices, ensuring that it is closely related to the requirements of the NVQ.


· A tailored training session for those managers employing a care leaver facilitated by the Leaving Care Team.


It is important to note that as a result of the apprentice induction, many apprentices are informally building their own support network with their peer group via email, social media and face to face meetings.

4.0 Future Sustainability of the Scheme

Stimulating the jobs market for the young people of Trafford is an important priority for the Council and growing the Trafford Council scheme will clearly help with getting young people in Trafford into the labour market.  Below are some planned next steps for encouraging the future sustainability of the scheme:


· Any future requests for an apprentice will need to be fully funded by the respective service areas. 


· Although recruitment of apprentices will continue all year round, the Council will aim for an annual launch each year during April/May to capture young people who are about to leave school or college. 


· In order to encourage the continuing development of existing employees, apprenticeships will be offered as a way of further enhancing established careers.  For example, an existing employee could undertake an apprenticeship in a variety of subjects (team leading, business administration, accountancy, customer services, amongst others).  Existing employees would remain on their current terms and conditions of employment, whilst undertaking their apprenticeship.  Apprenticeships are offered at a number of levels; entry level, intermediate and advanced and the Council may be able to negotiate lower costs for this development due to our existing relationships with training providers.

· Services will be encouraged to include apprentice positions within their restructure proposals.


· Where Band 1/Band 2 vacancies arise as part of business-as-usual, services will be encouraged to recruit apprentices to these positions.


5.0 Conclusion and Recommendations

Excellent progress has been made in relation to the internal apprenticeship scheme and there is now a need to further embed this work to ensure that further sustainable employment opportunities are identified within the Council.

In addition, the leadership of the external apprenticeship agenda has very recently transferred to Human Resources and this includes the Trafford 40/40 scheme, promotion to large employers in the borough and the creation of apprenticeships in the construction industry.

A further report will be submitted to Employment Committee in the near future, providing further detail on these key initiatives.

It is recommended that Employment Committee notes the significant progress to date and the planned next steps relating to the sustainability of the Trafford apprenticeship scheme.
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AGENDA ITEM NO.   6

TRAFFORD COUNCIL


Report to:


Employment Committee

Date:



9th November 2011

Report for: 


Information

Report of: 
Director of Human Resources

Report Title


		Managing Employee Attendance








Summary


		The report outlines the council’s current performance in managing employee attendance for the period April-September 2011.  The report identifies areas for improvement and the support in place for services to improve performance.







Recommendation(s)


		That Employment Committee notes the position and the improvement measures outlined in the report.







Contact person for access to background papers and further information:


Name:
 Mick Forrest




Extension: 4326



Background Information

Implications:


		Relationship to Policy Framework/Corporate Priorities




		The effective management of employee attendance is in line with the achievement of value for money and low council tax and improving the health and wellbeing of residents



		Financial 

		The achievement of improved employee attendance will lead to savings on additional hours, overtime and agency costs



		Legal Implications:

		All cases are managed in line with Employment legislation



		Equality/Diversity Implications

		The management of cases complies with all relevant legislation and considers the necessary adjustments required by law



		Sustainability Implications

		None



		Staffing/E-Government/Asset Management Implications

		The achievement of improved employee attendance will lead to savings on additional hours, overtime and agency costs



		Risk Management Implications 


		If cases are not managed within legislative requirements this could lead to litigation from employees



		Health and Safety Implications

		All cases are managed in line with legislation and best practice





1.0 Introduction

1.1 Over the last 2 years the Council has made significant progress in delivering improved employee attendance figures.  This success has been realised by a combination of factors which include:

- The application of a more robust absence management process by managers.


- A higher level of commitment and engagement from employees of the council.

-The introduction of the member challenge initiative to provide focus, challenge and support, to improve the process and the outcomes for all Directorates.


-More targeted and rigorous support from the HR service on the more complex absence cases.


1.2 The benefits of this approach have included:


· Cashable savings where services do not have to provide paid cover for an absence due to improved attendance i.e. reduced agency and overtime costs.

· Improved employee engagement through the visible management of cases and offer of support, where this is applicable.


· Improved levels of service provision and consistency in staffing arrangements for Trafford residents.


2.0
2010/11 Performance and 2011/12 Target

2.1 Trafford’s sickness absence performance result for 2010/11 was 11.01 FTE days per employee against a target of 10 FTE.  Whilst the target was not achieved, this represented an improvement of 2.26 FTE (20.5%) compared with a 2009/10 result of 13.27.


2.2 This placed Trafford 5th in the top performing AGMA authorities, compared with 9th in 2009/10.


2.3 The original target proposal for 2011/12 was 10 FTE days, with a review after 6 months.  However, Transformation Performance and Resources Group/CMT decided that a more stretching and challenging target of 9 FTE days was more appropriate.


3. Benchmarking – Results for April to September 2011 Inclusive

Trafford’s result as at 30th September 2011 is 4.70 FTE days against a target of 4.06 days 


Achieving accurate monthly benchmarking data is now becoming problematic, as not all AGMA councils collect and report on data on a monthly cycle.  However, we will continue to collect available comparable data to give an indication of how Trafford is comparing with other Councils.  The more reliable data collection will be achieved at the end of Quarter 2 and the end of year figures.


4. Directorate Performance as at 30th September 2011

4.1 Transformation and Resources


The Directorate is 1.97 days over target at the end of the first six months. Given the nature of changes during the last 18 months in relation to organisational wide reviews, the Directorate has seen the transfer in of a number of staff into the Directorate with poor absence records; for example, one service, where, out of its 15 staff, 7 have long term sickness records. All of these staff are now back in work or have left the Council.  T&R will continue with the proactive management of all cases where triggers are reached.  There have also been over 220 short term cases, where work is being carried out to identify patterns and promote the need for good attendance to staff. This has also been identified as part of the member challenge activity.

In addition, a plan will be developed with Departmental Management Team to ensure managers have the relevant skills and knowledge to deal with cases appropriately.

4.2 Environment, Transport and Operations


The Directorate is 1.04 days over target. The Directorate has a high number of workers who have exposure to an outdoor/manual working environment, which can have a significantly negative impact and which will need to be monitored more closely over the coming months.  This is supported by analysis findings e.g. 65% of absence is long term and the top reasons for absence are gastro-intestinal and musculoskeletal; these correlate with the nature of the work undertaken in this area.  Again, as with T&R, the management of these cases needs to be accelerated and HR will work with the Directorate to develop solutions to support sustained attendance and progress earlier return to work dates, through appropriate employee support packages.


4.3 Communities and Wellbeing


The service data is split between care and non care and the analysis demonstrates that greater focus is needed within the care environment, where it is reported that the service is 0.30 days over target. Management information highlights an overall improvement on last year’s performance to date; however, the percentage of long term sickness has increased and particular attention needs to given to this area. 

4.4 CYPS


As with C&W, the care area of the service is over target, in this case by 0.26 days, although performance is slightly better when compared to last year.

The absence is split equally between long-term and short term and there are no obvious trends and patterns identified from the analysis.  Therefore, more detailed work on an individual basis is required.

4.5 Economic Growth and Prosperity


The Directorate is 0.68 days ahead of target; however, with a small service area, a small number of cases emerging can have a big impact on the figures and therefore the good practice needs to be maintained and improved.

5. HR Leadership

5.1 HR has a crucial leadership role to play in ensuring that services have the right support to help them manage absence in a proactive way to maximise employee attendance and engagement. In order to further drive the pace of absence management across the organisation, HR will be leading on a number of key initiatives, including the following:

-Improved management information through 


· Transitioning to a new HR/Payroll system for the management of absence, which will see the availability of real time data linked to working patterns and will provide a variety of reports for managers through the manager self-serve option (due in January 2012).


· An organisational-wide establishment cleansing process, ensuring all employees are aligned to the right management and structure.


5.2 A rigorous examination of the top 50 long-term cases, bringing these to the appropriate senior management forums, to promote accountability and ownership across all services. In addition this is a standing item on the HR management team agenda and the Director of HR will regularly review the top 50 and attend Directorate member challenges. 

5.3 Providing managers with the tools to manage absence effectively, through case management meetings/advice and support workshops and bite-sized training sessions for managers.  This programme of work commenced in mid October. 


5.4 Health and Well-Being sessions will continue to be scheduled, in order to build on the success of previous events and feedback from staff and promote well-being/a positive attendance culture at work. 


5.5 There will be more service-specific initiatives developed to tackle local issues, for example, in C & W & CYPS, the flu vaccination programme is an important part of the attendance strategy in this area.  A detailed schedule of activities is currently being developed in consultation with colleagues from the relevant Directorates, Health Management and HR.  Early interventions of this nature will ensure that all relevant staff will receive vaccinations in an efficient and timely manner and therefore mitigating the risk of future absence.


6.0. Conclusion

6.1 If performance continued at the present level then the end of year performance outcome would be 9.40 days lost per employee against a target of 9 days. 

It is vital that if the council is to achieve the target set that the initiatives described above are carried through and that managing attendance remains a focus and a priority for all Directorates.

7.0 Recommendations

7.1 That Employment Committee note the position and the improvement measures outlined in the report.
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