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AUDIT AND RESOURCES COMMITTEE 

22nd June 2021 

UPDATE ON STAFFING MATTERS 2020 

Report of the HR Lead 

 

 

Recommendation 

 
It is recommended that Audit and Resources Committee consider the contents of 
this report and make recommendations as it feels necessary. 

 

Summary 
 
This report provides a summary of the key workforce data and analysis over the last 12 
months together with an update on the People Strategy.   

Statutory Powers 
 
LOCAL GOVERNMENT ACT 1972 - SECTION 111 / 112 

 

 

1. Strategic Implications   

This report provides key data, analysis and updates on the Council’s workforce and 
people management practices.   The Council recognises the importance of 
recruiting, developing, and retaining a skilled and motivated workforce so it can 
continue to deliver good quality services and achieve its Corporate Plan aspirations.  
The Council also needs to ensure that it is engaging with its workforce in a way that 
promotes continuous improvement, innovation and commercial success whilst 
fulfilling its statutory obligations. 

2. Introduction 

We could not introduce an update of this nature without mentioning at the outset the 
significant impact that the coronavirus pandemic has had on the operation of the 
Council in the past year. The response from staff has been magnificent and there 
has been no shortage of volunteers to support such things as Local Response 
Centres and Testing Centres.  However, we do need to recognise the disruptive 
impact of the virus that has affected all areas of the Council.  The Human Resources 
(HR) team has been working to support the various actions required to address the 
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implications of the pandemic including ensuring the continued delivery of essential 
front-line services. These are covered in more detail throughout this report. 

3. Key Workforce Data  

3.1 Total number of staff up to 24 January 2021 

Total head count:     549 (515 – Jan 2020) 

Fixed term headcount:    40 (28 – Jan 2020) 

Permanent full time equivalent (FTE):  461.14 (441 – Jan 2020)  

Casual employees     79 (82 – Jan 2020) 

 

 There has been an increase in our total headcount in the past year. There has 

been no one particular area of growth but there has been a small increase in 

the headcounts within the case management teams in both Service Delivery 

and Support Services, and in the One Horton Heath project team, Finance 

and Legal teams. 

 

 The majority of the casual employees engaged by the Council work at The 

Point/Berry Theatres and Itchen Valley Country Park Woodland Café. Due to 

the seasonal nature of these venues, there will continue to be some 

requirement to utilise casual staff to manage peaks and troughs in usage 

throughout the year.  

 

 The use of our existing casual workforce was hugely impacted by the 

coronavirus pandemic from March 2020. The majority of our casual workers 

are engaged within our theatres and to support outdoor sport and wellbeing 

activities. These venues were closed and activities paused as a result of 

lockdown. We took the decision as a Council in March 2020 to furlough the 

majority of our casual workers under the Government’s new Job Retention 

Scheme. This continued until the end of October 2020 when the original Job 

Retention Scheme was announced to end.  Although the Scheme was 

subsequently extended by the Government, by that stage there was further 

detailed guidance about the usage of the Scheme by public sector 

organisations. A review was therefore undertaken and a decision was made 

not to extend the furlough scheme further at that point for those casual 

workers for whom there was no additional work although we honoured 

existing work for some casuals where services had resumed in line with 

service requirements.  It was decided that this would not be in keeping with 

the objective of maintaining “viable” jobs for a temporary period.  With no end 

in sight to the restrictions around social distancing, it became clear that there 

would be a reduced need for casual workers to support our operations in 

many areas for some time into the future. 
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 When we furloughed our casual staff initially, a decision was taken to pay 

them at 100% of their average earnings rather than the 80% under the 

Government’s Job Retention Scheme which was in recognition of the value 

the Council places upon these casual workers. This meant that the Council 

was subsidising their wages over and above the sums we were able to 

reclaim from central government funding. 

  

3.2 Turnover  

 Employee turnover refers to the percentage of employees who leave the 

organisation and are replaced by new employees.  Whilst some turnover is 

good, if turnover is too high there is an increased adverse impact on costs, 

stability, training requirements, knowledge management and management 

time. 

 

 For 2020, turnover rates in the UK were reported at an average of 14.6% 

according to statistics from XpertHR. Their data was gathered in late 2020 

and the figures will have reflected the instability of the labour market due to 

the coronavirus pandemic and the ensuing focus on HR in dealing with its 

consequences. Due to the impact of the pandemic, it was widely reported that 

turnover rates generally in the market either stayed the same or reduced in 

2020.  The overall turnover rates in the market were impacted by the fact that 

in some organisations there was no turnover due to employees being placed 

on furlough. Anecdotal evidence also reported that workers were reluctant to 

move jobs in the climate of the pandemic with uncertainty over the future of 

jobs. Prior to 2020, it had been reported that unemployment figures had been 

at their lowest since records began which generally leads to more labour 

market activity.  

 

 

 For 2020, there were a total of 52 leavers across the Council which equates to 

an annual turnover rate of approx. 9.5%.  This is well down on the figures 

from the previous reporting period (73 leavers with a turnover rate of just over 

15%). The turnover rates have continued to show a gradual decline in recent 

years which is a pleasing trend. Leavers information is shown within the table 

below:-    

 

Service Area 
01/01/2020 - 31/12/2020 

No. of 
Leavers 

Case Management - Direct Services 1 

Case Management - Service Delivery 4 

Case Management - Support Services 1 

Direct Services – StreetScene 7 
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Customer Services 4 

Financial Services 2 

Human Resources 1 

IT 1 

Local Areas 2 

Legal Services 1 

Local Area Services 3 

Performance & Governance 3 

Property Services 3 

Specialist Services – Economy 2 

Specialist Services – Environment 3 

Specialist Services - Health & Wellbeing 4 

Specialist Services - Housing & Development 5 

Visitor Economy & Business - Country Parks 2 

Visitor Economy & Business - The Point & Berry Theatres 3 

Total 52  

 

 We continue to work to understand the reasons for staff leaving, through our 

exit interview process. This is not a mandatory process although the majority 

of staff are willing to voluntarily engage through either completing a 

questionnaire and/or attending an interview with a member of the HR team. 

These interviews and questionnaires give us a valuable insight into the 

reasons for leaving as well as gauging general satisfaction with Eastleigh 

Borough Council as an employer.   This feedback helps us to form our HR 

policies and practices, alongside other feedback gleaned for example through 

staff surveys. 

 

 Staff surveys have also been used in the past to take “snapshots” into the 

level of employee engagement in the Council.  The next survey is due in 

2021, since it was postponed in 2020 due to the pandemic.  As mentioned 

elsewhere in this report, in its place we undertook regular “pulse” surveys of 

staff during 2020.  These were largely aimed at the health and wellbeing of 

employees and actions were put into place to address any issues arising from 

these surveys. On the whole, the responses to the surveys were encouraging 

and showed that staff felt supported and part of a team, Managers were doing 

a good job of keeping in touch with their staff whilst working remotely, staff 

had clear work direction and knew where to go for help and support.  

 

 By far the greatest reason for leaving given by employees is “career 

progression/career opportunity”.  This is the same trend as in previous years. 

Upon further investigation, the main reasons stated were leaving for higher 

pay and benefits and increased promotion prospects. Whilst we accept that it 

is difficult for local authorities to compete with private sector salaries in many 

areas, we do need to ensure that the less obvious benefits of a role within 
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local government continue to be highlighted (such as pension scheme, flexible 

working opportunities, career development, relatively stable employment etc).  

This will form part of a project already planned to look at staff benefits and 

rewards in 2021, building on the initiatives introduced following the last staff 

survey (such as the staff awards, nominations and thank you cards and 

shopping vouchers for one-off projects).  

  

 Reasons given by leavers as recorded in the HR system: 

Leaver by reason  
01/01/2020 - 31/12/2020 

Number 

Career Opportunities 20 

End of contract 6 

Change of career path 3 

Performance  2 

Personal 5 

Redundancy 1 

Retirement 7 

Other  8 

Death in Service 0 

Total 52 

 

 Whilst the most common reasons quoted for leaving mirrors the national 

picture this does indicate that the Council is developing its staff, but we need 

to ensure that we continue to offer career and development opportunities 

within the Council to retain talent.  The internal apprenticeship programme 

and the corporate Professional Qualification Policy will help to address this.   

 The two other main reasons for leaving were due to retirement and ending of 

a contract. These are leaving reasons that are inevitable.    

 Staff retention is regularly monitored and reported on as a key performance 

indicator as part of the Corporate Performance framework. 

3.3 Workforce Profile as of January 2021 

Gender profile (all employees) 

Female = 50% 

Male = 50% 

  
Gender profile (Direct Services) 
 
Female = 13% 

Male = 87%     

7



 Eastleigh Borough Council 
 
  

 
Age profile  
25 and under  = 5% 
26 to 30   = 10% 
31 to 40   = 27% 
41 to 50   = 23% 
51 to 55  = 12%  
56 to 60   = 13% 
61 to 65   = 9% 
65 plus  = 1%   
 

 Ethnicity and Disability Profile (where the data is recorded) 
1. 5%       Employees with a disability 
1.5%       Employees from an ethnic minority background 
 

 The gender split across the Council is very well balanced.  There is a higher 

percentage of males compared to females in the lower salary bands (Bands 

1-4) within the Council, largely due to the demographic within Direct Services’ 

operational teams.  At salary bands 5-8, there is a higher percentage of 

female staff compared to males with the other remaining salary bands being 

relatively equal.  The Council publishes an annual Gender Pay Gap Report 

(although this was suspended by the Government in 2020 due to the 

pandemic). The next report is due by October 2021.  The Council has 

historically shown a positive gender pay gap in favour of female staff which is 

further evidence of the Council’s commitment to equality, fairness and 

inclusion. At the highest levels of the organisation (i.e. Corporate Leadership 

Board and Executive Heads) there are 6 female post holders out of a total of 9 

posts. 

 

 The Council pays The Real Living Wage to all staff (excluding apprentices) as 

a commitment to support our staff and as part of positive employer branding. 

The Living Wage is currently £9.30 per hour. To show our ongoing 

commitment we have just obtained accreditation as a Living Wage Employer 

as a demonstrated commitment to pay the living wage as a minimum to all our 

employees.  This will help to improve our employer branding and recruitment.    

 

 The ratio of employees either with a disability, or who have recorded 

themselves as being from an ethnic minority background within our workforce 

remains low and more work needs to be done to ensure staff are recording 

these details on the HR system so we can effectively monitor numbers. There 

is a suggestion that there may be a statutory need to report on this data at 

some point in the future. HR are therefore currently working on an exercise to 

capture this data for existing staff in anticipation of this requirement and to 

ensure that we can monitor our own performance in terms of our equalities 

obligations. In addition, to improve consideration of equalities in service, 

project planning and for key decisions, HR have been working closely with the 
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Equalities Focus Group and further staff training is being sourced to support 

and deliver Equalities Impact Assessments and to assist with championing 

equalities across the organisation.  

 

 The Council is committed to ensuring our recruitment and employment 

practices are fair and inclusive.  Recruiting managers need to be aware of 

unconscious bias and there is training available on the Council’s Learning 

Platform “EBC Learn” to support this.  

 

 The Council has achieved ‘Disability Confident’ accreditation and continues to 

offer a guaranteed interview to candidates with a disability who meet the 

minimum essential criteria for any role that they apply for. We are also 

continuing to support the publication “Living with Disability” through taking out 

an advert. The magazine informs disabled people, their families and friends 

on how to access available products and opportunities and helps to raise our 

profile as a Disability Confident employer to its readership. 

 

 The implementation of the recruitment module within the XCD (HR/Payroll) 

system during 2021 will mean that we will be able to monitor the diversity data 

of job applicants more effectively. A newly produced recruitment policy and 

guidance for Managers will form part of this roll out, supported by training from 

the HR team. This will support recruiting managers to understand their 

obligations during the recruitment process. 

 

 The Council’s age profile remains relatively stable with a good spread of age 

groups across the workforce.  65% of our workforce is aged 50 years or 

under, meaning that the majority of the workforce has at least 15 years’ 

service to offer; this provides stability and the increased ability to succession 

plan. 

 

3.4 Sickness Absence Data 
 

 
 

 

  

  

  

 Sickness absence data is 
a key indicator of organisational performance and needs to be well managed.  
It is reported on regularly to senior management via HR. The policy for 

Year % of days lost due 
to sickness EBC 

2015 3.8% 

2016  3.% 

2017  3.5% 

2018 4.2% 

2019 2.9% 

2020 3.3% 
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Managing Sickness Absence is well known and understood by Managers and 
HR support managers to ensure it is applied fairly and consistently. 

 The top two reasons stated for absence during 2020 were stress and 
muscular skeletal.  This remained the same as the previous year. However, in 
2020 we also saw a high level of absence recorded due to covid-19/self-
isolation, which was the third highest reason stated for absence and was in 
line with national trends.  The levels of absence attributable to stress have 
decreased throughout 2020 as long-term cases were managed through our 
Absence Procedure.   

 Long term absences accounted for 57% of absences in the Council with 
frequent short-term absences 43%. Long term absences can take a while to 
be managed through the absence management process since they often 
require significant input from medical professionals such as occupational 
health in order to reach an outcome. 

 Data from the Office for National Statistics reported that the coronavirus 
pandemic affected the sickness absence data for 2020 in a number of ways. 
Whilst the virus itself may have led to additional sickness absence, other 
measures such as use of the furlough scheme, social distancing, shielding 
and homeworking appear to have helped to reduce other causes of absence 
allowing the general trend to be downward. With around 47% of people in 
employment working at least some of their time from home in 2020, this may 
have led to reduced exposure to germs and the minimising of other of the 
more usual sickness absences. Additionally, homeworking could allow people 
to continue to work when they are a little unwell whereas they may not 
previously have travelled to their place of work.  

 As a result of the pandemic, in 2020 there was also the need to ensure that 
those Council employees who were defined as “clinically extremely 
vulnerable” were managed sensitively and appropriately as a result of the 
pandemic.  On an individual case by case basis, consideration was given to 
whether each employee could remain working with appropriate adjustments 
put in place to safely protect them, to be considered for redeployment to 
alternative duties/adjustment of their duties or to remain shielding at home on 
full pay. 

 To support the health and wellbeing of employees in 2020, the Council 
conducted quarterly “pulse surveys” of staff and various initiatives were put in 
place to address the results.  These included the introduction of a new 
monthly wellbeing bulletin which pulled together various sources of advice 
and information on wellbeing topics, various leaflets and guides on topics 
such as financial wellbeing and “zoom fatigue” (the stress caused by 
significant use of video conferencing technology whilst working remotely), the 
introduction of staff “social communities” as well as additional materials on our 
internal learning platform, EBC Learn.   
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3.5 HR Casework 

 From 1 January 2020 to 31 December 2020 the HR team have dealt with the 
following formal cases under Council procedures: 

   19 Formal Absence Management Cases (2019 = 31 cases)  

   3 Formal Disciplinary Hearings (2019 = 7 cases)  

   1 Formal Grievance Hearing (2019  = 4 cases)  

   3 Formal Performance Management Cases (2019 = 3 cases) 

   3 Dismissals on probation (2019 = 0 cases) 
 

 HR polices are located on the Staff Hub so that staff and Managers have easy 
access. The HR team continues to provide support to Managers in handling 
any cases.  Not all employee relations cases are managed with the formal 
process and it is often a positive move in employee relations terms to resolve 
matters informally without needing to recourse to formal proceedings.  Many 
issues are resolved in this manner. 

 Whilst the pandemic has significantly affected the way we work across the 
Council, with significant numbers of employees working remotely from home, 
casework has still arisen and HR specialists have continued to support 
Managers to handle them.  Whilst in the initial stages of the first lockdown, 
case numbers did appear to fall, as the new ways of working became more 
the “norm”, it appears that casework is returning to its normal levels. The 
majority of formal meetings were of course held in a socially distanced 
manner or, more commonly, over Microsoft teams.  Our approach continues 
to be in line with market best practice and guidance. 

 As a result of the pandemic, there were a number of revisions and additions to 
our suite of HR policies and procedures, to reflect both changes in legislation 
and amendments to working practices as a result of remote working and 
social distancing requirements.  

3.6 Learning and Development  

Our corporate training offering was lower in 2021 due to the covid-19 pandemic. This 
was due to staff pressures being very high and we were reluctant to add training to 
this which could have resulted in increasing pressure and wasted course places. 
There is a new corporate training plan for the 2021/22 year.  

In April 2020 we launched the Council’s new learning management system 
“EBCLearn” which can be accessed simply and easily on-line via the Staff Hub.  This 
brings together all our mandatory and other training materials onto a single platform 
and allows for much improved management reporting functionality.  The launch of 
the system was very timely since it followed the first lockdown and enabled us to 
encourage employees to update their mandatory training on-line during lockdown. 
The platform is flexible and enables us to adapt and change the content available to 
staff regularly.  Throughout the pandemic in 2020, this enabled us to include 
supportive materials for staff on health and wellbeing and other associated topics. 
The system also provides us with document storage facilities that enable us to store 
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training records in one place. It also provides us with significantly improved reporting 
tools in relation to learning and development.  

Developing leadership capability continues to be a key commitment and we have 
provided some Managers with access to qualified coaches. Coaching, action 
learning and developing a coaching culture is in line with our core value of 
Empowerment and will continue to be a focus for the corporate learning and 
development programme for the next 12 months. We are aiming for some “coaching 
in the moment” training for Managers to help to embed the culture of coaching as 
part of normal day to day management activities. Work is also already underway to 
support the training and development of the newly appointed Executive Leadership 
team through a specially-designed, comprehensive programme. 

The HR team has drawn up a Professional Qualifications Policy that will be used to 
ensure there is continuing access to professional development for staff. The focus of 
this will encourage the use of our employee apprenticeship levy fund in the first 
instance and wherever possible, thereby limiting direct expenditure by the Council. 
The Policy establishes a formal route for employee to request access to professional 
qualifications. 

 

3.7 Apprenticeship Programme 

During the apprentice year April 2020 to March 2021, we have recruited the following 
7 apprentices into post within the Council, through external appointments: 

- 3x Horticulture and Landscape Operative Apprentices – based within the 

Streetscene department 

- 1x Countryside Worker Apprentice 

- 3x Business Administration Apprentices – 1x based at Hedge End Depot and 

2x based within Eastleigh House Service Delivery team 

Internally, we have used the apprentice levy to upskill within the following 4 roles: 

- 1x Civil Engineering Apprentice for a Trainee Highway Engineer 

- 1x HGV Maintenance Technician for our level 2 apprentice wanting to 

continue developing his career with us 

- 1x Chartered Manager Apprentice 

- 1x Chartered Town Planner 

Prior to the apprentice year ending in March, we are likely to also use the apprentice 
levy for: 

- Upskilling 2-3 existing members of staff on a team leader apprenticeship  

- 1x Business Administration apprentice for the Support Services team 

 

The target for apprentices, for which we must have ‘regard’, is 2.3% of our workforce 
from April 2017 to March 2021.  We will reach our individual target for this year, 
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based on current headcount (this is calculated using the headcount in March 2021) if 
we are able to appoint (either internally or externally) at least one more apprentice, 
which is likely given the upcoming posts. We also reached our individual target 
during the year 2018-2019. 

The overall target for this period for the Council equates to 44 apprentices in this 
period. To date we have had 30 apprentices in total and we will not reach our target 
across the 4 years, however, we did not recruit any apprentices during the first years 
due to the corporate transformation programme, so this figure represents a very 
good effort by the Council.  More importantly the aim will be to fully utilise our 
apprenticeship levy fund. It is currently unknown if the apprentice target will continue 
past 2021, although it is considered very likely to support the current economic 
situation. 

Services are encouraged to consider recruiting an apprentice for the lower salary 
banded roles and in entry-level technical roles. We will soon be launching the 
professional qualifications policy which will enable us to ensure any qualifications we 
support for internal members of staff, have been checked prior to agreement to 
confirm if they can be funded through the apprentice scheme. If a qualification can 
be funded through the apprentice levy, we will not fund this through the training 
budget. 

3.8 Work Experience, Careers Outreach  

The UK government announced a new initiative in 2020 to support young people at 
risk of long-term unemployment during the Coronavirus pandemic – the “Kickstart 
Scheme”. The programme offers young people (aged 16-24) the opportunity to 
complete paid work experience for six months within an organisation whilst receiving 
employability training during this time. The aim of the programme is that the young 
people leave their placements with valuable work experience and confidence to 
secure themselves a permanent position either with the council or elsewhere. 

As a relatively small organisation, we felt that we would be unable to accommodate 
the minimum number required of 30 placements at a time, so we have partnered with 
Eastleigh College who are leading on the application for this on our behalf.   

We have several departments willing to offer a placement, some on a virtual basis, 
and these placements will be offered employability skills training through Eastleigh 
College during their time with us. 

Work experience is an important gateway for recruitment and the Council’s Website 
now has a dedicated work experience page where interested applicants can follow a 
process to request to undertake work experience at the Council.  We regularly take 
work experience placements across a number of service areas. 

Due to the pandemic, there were no face-to-face careers events possible in local 
schools and colleges although we are engaging with various virtual events and we 
have supplied careers information videos for our careers partner, the Employment 
and Skills Hub at Hampshire County Council.  
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The One Horton Heath team has taken on a supported internship. We are working to 
see how we can support the Eastleigh College team more widely with these 
placements for the next academic year once the pandemic allows to ensure the level 
of support required can be provided. (It is very difficult to support these placements 
virtually due to the level of support the students require from both the employer and 
the college).   

4. People Strategy Update 

4.1 The Council’s People Strategy is based on the principles of attract, develop 
and retain.  The Strategy details the activities that aim to ensure the Council 
has the right people with the right skills, attitude, motivation and flexibility to 
deliver services and objectives; it focuses on five key areas: 

 Pay and Reward;  

 Recruitment and Retention;  

 Performance Management;  

 Skills Development;  

 Leadership Development;  

 

4.2 Pay and reward –The Council successfully implemented a new pay and 
reward framework in April 2019.  Salary grade boundaries were revised and 
for the first time non-consolidated pay awards were given as part of the 
performance pay process.   Each year, employees receive a nationally agreed 
“cost of living” increase that is set nationally.  In addition to this, we run our 
own local performance-related pay process whereby employees can receive 
consolidated or non-consolidated pay awards based on their individual 
performance against objectives and behaviours.  In 2020 due to the 
pandemic, a decision was taken to award all employees a standardised local 
pay award due to the on-going efforts that staff were putting in as a result of 
the pandemic. 

4.3 Recruitment and Retention – Recruitment activity continued throughout 
2020 despite the restrictions due to the pandemic and much effort was put in 
to ensuring recruitment, selection and induction could continue, albeit 
remotely.  Many issues had to be overcome to achieve this and all were met 
with the usual vigour expected of our workforce.  Despite the processes being 
moved to a virtual platform, with the introduction of a feedback mechanism in 
early 2020, we have been able to monitor the effectiveness of the recruitment, 
selection and induction processes, all of which continued to receive largely 
positive feedback. In early 2021, a new recruitment module sat within our 
existing HR/Payroll system will be rolled out across the Council.  This enables 
the recruitment processes to be automated and introduces a platform for 
external candidates to manage their applications to the Council. The rollout 
will include a “dual run” trial and will be accompanied by training and briefing 
sessions for users.   

In the latter part of 2020, we embarked upon a significant restructure at senior 
management level within the Council. This involved the introduction of a new 
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tier of management by the establishment of 9 new posts of Executive Head.  
These roles sit above Heads of Service/Managers and report directly to 
Corporate Directors. This was a significant undertaking with the majority of 
staff affected working remotely. However, by early 2021, 7 of the newly 
created Executive Head roles had been filled and were in post, having been 
filled by internal promotion of existing staff. This is a great testament to the 
desire to develop and grow our own internal talent. It is anticipated that the 
remaining two Executive Head posts will be recruited to in the first half of 
2021.  

 
4.4. Performance Management– The Council introduced a revised People 

Performance framework in November 2018 based on the principles that all 
staff should have regular performance, wellbeing and development 
discussions.  Within this, employees should have a clear work programme 
and SMART objectives in place so that discussions on priorities, issues and 
problems can also take place on a structured basis.  The framework also 
ensures that every employee plays an active part in their own performance 
management.  A fundamental part of the performance process are regular 1:1 
meetings between Managers and employees and, due to the pandemic, these 
have become a key cornerstone of regular communication between Managers 
and staff. The results of the staff pulse surveys undertaken during 2020 have 
shown that on the whole Managers are doing an excellent job of keeping 
employees informed and in regular contact. 

 
4.5 Skills & Leadership Development - The Council is committed to developing 

all its staff and by having a culture of continuous development and providing 
learning opportunities, professional development and supporting career 
aspirations we can ensure staff are competent and confident to undertake 
their roles to the best of their ability in an ever changing, increasingly complex 
and demanding environment. There are plans within the 2021/22 Corporate 
Training Plan to continue to upskill management capabilities and to progress 
the embedding of a culture of coaching within the Council.  

 
Given the impact of the pandemic on the way of working for a large majority of 
our employees and the lessons learned from this, a major focus in 2021 will 
be on a review of our People Strategy to ensure it aligns with any possible 
changes to our ways of working and continues to meet the strategic needs of 
the Council. 

 
 
5. Other Updates 

5.1 Staff Engagement – We know that levels of staff engagement and how 
aligned staff feel to the Council’s mission and values has a clear impact on 
retention, recruitment and our ability to deliver high levels of professionalism 
and service.   A Recognition and Engagement programme was launched in 
2019.   The programme was developed from the actions and initiatives put 
forward by the three staff working groups as a result of the last staff survey. 
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The success of these will be tracked against the results of our next survey due 
in 2021. 

5.2 The Council’s behaviour framework “The Way We Work” - Demonstrating 
the right behaviours in the way staff go about their work is just as important as 
having the right skills, experience and knowledge.   Our behaviour framework 
identifies the behaviours needed to achieve our ambitions and objectives and 
employees are measured against this as part of their performance 
assessments and reviews.  ‘The Way We Work’ framework identifies the 
positive behaviours we want staff to adopt at work and is aligned to our 
mission and values It is based on 4 key themes: 

 Think Customer 

 Think Colleague 

 Think Different  

 Take Pride 

 

5.3 Thank You Cards – These cards were introduced in 2019 and continued to 
be used in 2020. They continue to receive positive feedback and have been a 
more tangible way of saying “thank you” to employees in 2020 when the 
majority are working remotely from colleagues and customers. 

5.4 Shopping Vouchers – Managers have access to a limited number of £20 
shopping vouchers to distribute to their staff as they deem appropriate to 
recognise individual staff contributions.   The vouchers are a way to give a 
small but tangible token of recognition which supports the Councils’ 
commitments to individual contributions. Feedback to date is very positive and 
staff have stated that they really appreciate the quick and simple recognition 
from their manager 

5.5 Staff Awards – The new Staff Awards process was launched in September 
2019 based on the four key themes within our new Way We Work framework 
and a #TeamEBC award for the teams.  In December 2019 a staff award 
ceremony and combined pub quiz evening was held at the Railway Institute.   
Due to the pandemic in 2020, a face-to-face event was not possible but the 
awards process continued as it was felt this was especially important to the 
morale and motivation of employees and a cornerstone of our reward and 
recognition framework for staff.  In 2020, there was an increase in the number 
of individuals and teams nominated for awards than in 2019 and the event 
itself was held virtually over Teams in January 2021. As an addition for 2020, 
each employee who was nominated for an award received a personalised 
message to inform them of the content of their nomination(s) and this was well 
received.  

5.6 Employee Wellbeing – although this had already been a key focus for the 
Council, the pandemic has meant that this came into greater focus during 
2020. The HR team has been working closely with the communications and 
health and wellbeing team to provide supportive advice and information for 
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employees in relation to their personal emotional, financial and mental 
wellbeing.  To support this, in 2020 we ran “pulse surveys” for all staff to 
gauge their levels of wellbeing and motivation. From analysis of the results, 
some new initiatives were introduced such as a monthly “Our Wellbeing” 
bulletin (bringing together all wellbeing news and information into one place 
for easy access) and the setting up of “social communities” (groups where 
employees can meet others who share a similar interest on a more relaxed 
and informal way). The Council’s network of internal mental health champions 
continue to be available for confidential conversations with employees about 
their mental health.  The Council continues to use the services of an external 
provider for its Employee Assistance Programme, with free access for all 
employees to both on-line wellbeing support materials and a freephone 
helpline. In early 2021, we engaged with an additional service to enable staff 
to access regular workshops on a weekly basis on various health and 
wellbeing topics provided through our Employee Assistance Programme.  

5.7 Payroll. The Payroll Manager provides a very good and reliable service to the 
Council and there are very few errors reported. Despite remote working, the 
Payroll Manager has continued to provide an efficient payroll service to the 
Council, including the administration of two pay awards (national and local) in 
2020 as well as the testing and implementation of adaptations, amendments 
and upgrades to the payroll system. Steps have been taken during 2020 to 
increase the resilience of the payroll function through training of additional 
employees to cover in the event of absence of the Payroll Manager.   In 2021, 
we expect to roll-out an automated process within the existing HR/Payroll 
system for the claiming of overtime by employees which will decrease the 
amount of manual paper claims across the Council. 

In early 2021 we introduced a new “Give As You Earn” scheme which allows 
employees to give regularly to any UK charity straight from their salary. 
Donations made in this way are tax efficient because they are taken before 
tax is applied, which means that the charity benefits more from each donation 
and it costs the donor less. Payroll giving is seen as a positive employee 
benefit and is in accord with our “social conscience”.  With the devastating 
financial impact of the pandemic on charities, we hope that such schemes can 
help to bridge the gaps in charities’ income. 

5.8 Union collaboration –The Council is keen to support union membership and 
there is recognised facility time for union representatives.  It is very pleasing to 
report that Unison has a local branch secretary; and there continues to be a 
growing number of additional official trade union representatives amongst 
Council staff. The Council has supported the branch secretary with an 
additional day purely dedicated to union duties/facility time. Throughout 2020, 
HR worked closely and collaboratively with the unions to deal with any urgent 
matters raised by staff. This enabled issues to be resolved quickly and 
efficiently without the need to recourse to more formal methods of resolution. 
More formal matters continue to be raised through the Council’s Joint 
Consultative Committee which includes members of Management, HR and 
the various trade unions. 
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6 Financial Implications 

Staff costs represent our biggest single expenditure so it is essential our 
People and Reward strategies support the delivery our corporate objectives.  
There are no specific costs to report. 

7 Risk Assessment 

There are no specific risks associated with this report. 

8 Equality and Diversity Implications 

The Equality Act is relevant to the decision in this report as the Council need 
to ensure that all its people management practices adhere to the Equality Act 
and actively support a tolerant and inclusive working environment.  It needs to 
ensure it has robust policies and practices in place to eliminate discrimination, 
advance equality of opportunity and foster good relations between different 
people.  An HR representative sits on the Council’s Equalities Forum which is 
working on a number of initiatives and actions for implementation in 2021. 
These include an increased partnership working and engagement with 
external bodies and reviewing our Equality and Diversity Policy to separate 
and clarify our obligations to residents and staff.  
A full Equality Impact Assessment (EIA) has not been carried out for the 
purposes of this report because while there are some equalities impacts, it is 
not proportionate to carry out a full EIA. 

 
9. Climate Change and Environmental Implications 

There are no specific climate change or environmental implications of this 
report. 

 
10. Conclusion 

With the support of the excellent HR and Payroll team and colleagues from 
across the Council, in particular Corporate Leadership Board, the Corporate 
Communications team and the staff involved in various working groups over 
the year that have been put into place to address the impact of the covid 
pandemic, we have on the whole had a positive year although some progress 
against parts of the People Strategy have given way to more pressing urgent 
commitments. With the further lockdown announced in early 2021, there will 
clearly still be an on-going focus on issues relating to the pandemic and the 
health and wellbeing of Council workers. It is important the Council continues 
to build on this progress and continues to support and promote a productive, 
inclusive, supportive and enjoyable work environment. 

 
Contact Officer: Shirley Robbins and Sukhi Aujla, HR Lead 
Tel No: 023 8068 8166 
e-mail: Shirley.robbins@eastleigh.gov.uk/sukhi.aujla@eastleigh.gov.uk 
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LOCAL GOVERNMENT ACT 1972 - SECTION 100D 

The following is a list of documents which disclose facts or matters on which this 
report or an important part of it is based and have been relied upon to a material 
extent in the preparation of this report. This list does not include any published works 
or documents which would disclose exempt or confidential information. 

None 
 
 
 
 

 

 

19



This page is intentionally left blank


	Agenda
	10a HR Annual Staffing Report 2021

