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1
PURPOSE

1.1
To report information on Labour Turnover at Ribble Valley Borough Council for the period 01/01/05 – 31/03/06.

1.2
Relevance to the Council’s ambitions and priorities

· Council Ambitions – Staff turnover has a direct affect on the efficiency of service delivery due to the direct cost of recruitment and administration and also the hidden cost of time taken to train new staff in the systems and procedures at the Authority.

· Community Objectives – An increase in turnover across the Authority provides indication of potential issues which can be addressed in order that the issue does not have a further detrimental effect on service delivery,

· Corporate Priorities - Labour Turnover monitoring supports Objective 2 of the Corporate Plan which is “to strengthen Corporate Governance through effective planning, risk management, internal audit and benchmarking”.  Ongoing monitoring will allow us to identify and minimise risk as well as benchmarking against national statistics.

· Other Considerations – None.

2
BACKGROUND

2.1
The information in this report is useful to consider in conjunction with the next report on the agenda which is a review of recruitment advertising for the period specified above.

3
ISSUES

3.1
Turnover rate is calculated using the following formula.

No of leavers in specified period

(Total number of staff on payroll on final day of period) x 100

Based on the above it is possible to provide the following information:

	Year
	Turnover rate at RVBC

	2002
	16%

	2003
	14%

	2004
	15%

	2005/06
	15.3%



Up until 2004 turnover had been calculated by basing figures on the period 1 January – 31 December.  However, in order to enable more meaningful comparison with national statistics, we now consider figures for the period 1 April – 31 March.

3.2
Data from the people skills scoreboard, which is an annual survey of local authorities produced by the Employees Organisation, and the Chartered Institute of Personnel and Development annual Recruitment and Retention Survey is included below for comparison.

	Year Period

1 April – 31 March
	People Skills Scoreboard
	CIPD

Overall Turnover for UK
	CIPD

Local Government

	2001/2
	12.5%
	1001 – 18.2%
	16%

	2002/3
	14%
	2002 – 16.1%
	11.2%

	2003/4
	13.4%
	2003 – 16.1%
	11.9%

	2004/05
	14.5%
	2004 – 15.7%
	11.5%

	
	
	2005 – 15.7%
	11.5%


3.3
The CIPD survey also provides information on turnover rates for local government – figures would indicate that on average local government turnover rates are approximately 4.2% lower than national turnover rates for the UK.  It is important to point out that these figures include both voluntary resignations and compulsory redundancy/terminations.  Whilst this Authority’s figure does not include redundancy, the figures do include compulsory terminations – most significantly - employees leaving due to the end of fixed term contract.
3.4
Evidence suggests that turnover rates within the UK have been pretty stable for the last few years which is comparable to statistics at Ribble Valley. 

3.6
All leavers at the Authority are offered the opportunity of an exit interview and most do use this opportunity to express their satisfaction with the Authority and their post.  What is apparent from these interviews is the fact that the main reasons for staff leaving is career progression and improved pay.

3.7
With regard to opportunities for career progression, the Authority is limited on how to address the issue. Training and development of staff is something the Authority encourages despite the fact that it will inevitably lead to staff seeking out opportunities at other organisations. The Authority does safeguard investment by requiring employees to sign a training contract which ties them in to working for the authority for two years following completion of the course.  If the employee leaves within this period they are required to pay back 50% of the fees.

3.8
With regard to salary levels, we continuously monitor salary levels across neighbouring authorities and it would be fair to say that generally salaries have a greater impact on recruitment than retention.  

3.9
It is important to point out that salary is only one element of the total remuneration package and as a local authority we continue to offer training, flexible working hours, superannuation, and are continuously reviewing and introducing policies which enable employees to achieve a good worklife balance such as flexible working/home working.

4
CONCLUSION

4.1
Figures would indicate that there is no real problem with turnover at the Authority.  Despite this we will continue to monitor labour turnover and seek to identify any trends which may give cause for concern.  Should such trends arise, they will immediately be highlighted to Corporate Management Team and Personnel Committee and remedial action to resolve the issues would be proposed.

5
RISK ASSESSMENT

5.1
The approval of this report may have the following implications

· Resources – Failure to monitor labour turnover may result in a situation whereby there are insufficient human resources of the required calibre/skill level to achieve efficient delivery of Council services.

· Technical, Environmental and Legal - 

· Political - 

· Reputation - 
6
RECOMMENDED THAT COMMITTEE

6.1
 Note the report.
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