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PART I 
  

RECOMMENDATION 
 
To note the report. 
 
1. PURPOSE 
 
1.1 To update the Audit Scrutiny Committee on current staffing issues. 

 
2. BACKGROUND 
 
2.1 A small number of staffing changes have taken place recently.  Some have been 

the result of the Management Restructure and others have been through 
personal choice. 

 
2.2 Corporate Services and Transformation (CS&T) Business Area 
 

I have been reviewing the structure and composition of the CS&T area.  Some 
minor adjustments are required, which are outlined below.  The 2 main 
components of the business area remain the Corporate Services Group and the 
Business Improvement and Development Team. 

 
 Corporate Services Group: 
 
2.3 Legal.  Apart from a high workload, and a recent move to the “Drainage” area in 

Forde House, there are no issues in the Legal Team. 
 
2.4 Procurement.  The Corporate Procurement Officer is taking at least 9 months 

maternity leave from 6 June 2014.  Maternity cover is being arranged in 
consultation with South Hams District Council (in partnership with West Devon) 
and Cornwall Council.   
 

2.5 Human Resources and Organisational Development (HR & Org Dev).  The 
largest reorganisation has taken place in HR, following the departure of the HR 
Service Manager in December.  To allow time for a full review of this team, 
interim arrangements have been put in place as follows: 
 



 Personnel.  The former Personnel Advisor has been appointed as Interim 
Personnel Manager, initially for 4 months and now extended to 31 Oct 14, 
working 4 days per week.  Her previous Personnel Advisor post has not been 
backfilled.  Given the current service delivery model, I intend to formally 
establish the role of Personnel Manager, in lieu of the former HR Service 
Manager post, with effect from 1 November 2014; the detailed requirement 
for this post will ultimately be subject to decisions on the model for the future 
provision of HR services beyond that date.  Following the loss of the HR 
Service Manager, and the subsequent division of the HR team into its 3 
components, there is also an opportunity to restructure and re-focus the 
Personnel Team.  The Interim Personnel Manager is producing a revised 
structure with redefined job roles based on 2 key functions: personnel policy 
and advice; and HR transactions and administration.  All new roles will be job 
evaluated. 
 

 The Learning and Development Partnership (L&DP).  The Learning and  
Development Manager will continue in her role managing the L&D 
Partnership; she reports directly to me.   I intend to continue this arrangement 
indefinitely whilst also reviewing the governance and operation of the L&D 
Partnership.     

 

 Payroll.  Payroll has moved to Finance and the Payroll Manager reports to 
Finance Manager, whilst retaining strong linkages back to HR Personnel.  
This is a permanent change.  We are exploring ways of mitigating the risk 
that is currently being carried in Payroll and to a lesser degree in Personnel 
through our use of legacy IT systems.  In particular, we are looking for 
opportunities to outsource the Payroll function to another authority, and have 
consulted DCC, EDDC and SHDC/WDBC in the first instance.  Once a new 
Payroll database is established on an appropriate ICT system, we intend to 
exploit that for Personnel and Learning & Development purposes, eventually 
replacing P-Pers with a more usable modern system which will facilitate a 
greater degree of self-service. 
 

 Welfare and Health & Wellbeing.  The Personnel team will have 
responsibility for staff welfare and staff health & wellbeing.   
 

 Safeguarding.  The Corporate Child Protection / Safeguarding Officer, in the 
L&DP team, will retain responsibility for safeguarding, reporting directly to me 
on that issue alone for “director” level cover.  Operational back-up for 
safeguarding will continue to be provided by the Community Safety Manager.     
 

 
2.6 ICT.  The Future ICT partnership project is progressing well.  All 3 partner 

councils hope to have a decision from their members by the end of July 2014 
with a view, given a positive result, to establishing the new company (Strata) in 
the autumn.  All current ICT staff (and the Street Naming and Numbering Officer) 
will transfer on TUPE to the new partner-owned company, Strata Service 
Solutions Ltd.   
 

2.7 Finance.  There is little change in Finance other than taking on Payroll and 
moving to the old BIDT office. 



 
2.8 Chief Finance Officer and Section 151 Officer.  The Chief Finance Officer has 

moved to an office directly adjacent to the new Finance office.  She continues to 
work 3 days per week.    
 

2.9 Business Improvement and Development Team (BIDT).  We have completed 
the review of BIDT‟s organisation, roles and responsibilities confirming its roles 
as: performance reporting; business improvement; and engagement and 
consultation.  BIDT will organise and run the annual Business Challenge and 
have recently established the Business Improvement Group (BIG) as a staff 
forum for the sharing of innovative ideas and best practice.  Having moved to a 
new location adjacent to the Chief Executive‟s area, BIDT retains close links to 
the Comms team. 
 

 
2.10 Other Staffing Issues 
 
 
Job Evaluation  
 
Improvements to the job evaluation procedures have recently been agreed with the 
recognised trade unions and implemented.   These include an increase in trained 
capacity to serve on a JE Panel (where grading decisions are made), enhanced 
understanding of the process across the management team and more regular panels to 
improve efficiency. 
 
Job evaluation underpins the Council‟s decisions on grading and pay, allowing posts 
across the Council to be compared and measured, meeting legal and good practice 
requirements for pay equality.  JE also supports budget and establishment 
management, providing a mechanism for planning and costing new structures. 
 
Sickness Absence Management 
 
Following an in-depth review of our current practice in the management of short- and 
long-term sickness absence, we have introduced new initiatives and approaches.  
These include a monthly review of sickness absence levels, a consistent approach to 
casework, management and Personnel colleagues working in partnership to handle 
each case and wellbeing initiatives to provide support to employees.  The next stage is 
a planned review of our Occupational Health provision to seek enhanced advice and 
more efficient turnaround of requests for medical clarification. 
 
In recent months this partnership work between management and Personnel colleagues  
has resulted in a number of long term absences being resolved, either by the individual 
being dismissed (on ill health retirement grounds) or deciding to resign and leave.  The 
focus is now moving to the stringent management of short-term absence.  To underpin 
this endeavour, the Council is seeking, in negotiation with recognised trade unions, to 
lower the level of the Bradford Factor, resulting in alerts related to individual short-term 
sickness absence being activated at an earlier stage, allowing management 
interventions to be initiated in a timely manner. 
 
  



Turnover and Retention 
 
With signs that the economy is improving, employer confidence has resulted in 
substantially more job vacancies being advertised and our employees being 
approached by potential employers, who recognise the skills and expertise we have 
across the Council.  As a result, we anticipate the possibility of experiencing an increase 
in employee turnover, despite the loyalty and preferences for public service 
underpinning the choice of many of our employees to work within a local authority.  It is 
also recognised that we may experience increased challenges when seeking to recruit 
to vacant posts, as external salary levels and benefits become more competitive. 
 
We are currently reviewing initiatives to improve recruitment and retention.  Potential 
initiatives include a review of market rates for key roles (especially where substantial 
local competitors exist), improved recruitment advertising to highlight the benefits of the 
Council as an „Employer of Choice‟, strengthening the use of Career Progression 
opportunities and reviewing delivery structures to provide a balance of workload with 
career aspirations. 
 
3. RECOMMENDATION 
 
3.1 Members are recommended to note the report. 
 
 

Steve Hodder 
Business Lead – Corporate Services and Transformation 
 

Wards affected N/A 

Contact for any more information Steve Hodder – Tel: 01626 215110 
Steve.hodder@teignbridge.gov.uk  

Background Papers (For Part I reports only) Previous Committee reports and Corporate 
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In Audit Scrutiny Work Programme Y 

 


