HR Survey:  Flexibility and Savings

Proposals:

	Item


	Current
	Proposal
	Who affected
	Business Benefits
	Employee Benefits
	Contact Person

	Christmas Shut down:


	· Deductions take place from July to June (12 months).

· Based on 4/5th of working week

· Shut down days over Christmas Period

· Deductions only for the days effected.


	To continue as previous
	All TUPE staff who work on relevant days
	Savings for Sefton Council
	Time off for Christmas period
	Kathryn

	Sickness


	arvato inherited a policy from Sefton that is in place to deal with unacceptable attendance. However after almost 4 years it is clear that parts of the policy are not helping to improve attendance.

Attendance in arvato Sefton still stands at more then 3.5% and has been over 4% on several occasions.

As we stated in the survey according to government statistics the average worker is of 5.5 days per year in arvato this is around 8 days. The cost for this absence in terms of lost productivity is in excess of £350,000. This is 3 times the saving we will give the client for the Xmas shutdown.


	1 That HR review how referrals to occupational health and look at rewriting the medical questionnaire.

2 That managers still meet to discuss sickness absence issues with staff but lower level formal advice (level 1) is issued without challenge or right of appeal.

3 That if managers do not issue formal advice they must justify this to their relevant head of service.

Any absence (over a rolling six month period) that lasts for 10 days or more or any employee who has more than one absence over the same period must be reviewed by the manager if action is not taken then the manager must justify this decision to the head of service.

Another option would be to change the entitlement from a six month full and half

to three months full and half pay

Redeployment scheme to be altered and there will no longer be a duty to offer alternative employment to staff who are off on long term absence. This reflects the changes in resources from a local authority we cannot offer the same scope of work as Sefton could.
These proposed changes would make our sickness absence policy more consistent with the policies used by the other PSS sites
	ALL
	To ensure consistent approach to managing sickness

Reduce the level of short term intermittent absences

To reduce level of sickness and in turn increase productivity 

Reduce spend on sickness. Presently sickness costs arvato more then 350k per year a reduction to 2% sickness could result in more than 150k in savings which could be shared with staff and the business.
	Improvements in employee moral 

Improvements in team working
Consistent approach to managing sickness

Valued staff are retained

A healthy and safe workforce
	Kathryn

	Flexible working


	arvato operates a flexible working which in the vast majority of cases works well for us as a business and for our staff. We would like to build on these arrangements to give staff more scope to work (and take more time off) across the hours of the business. We also hope that this greater flexibility will reduce the need for overtime.


	1 Annualised Hours

Currently full time staff are required to work 180 hours over 5 weeks. We are proposing that wherever feasible staff are offered the opportunity to work their hours over a longer period of time (for example 540 hours over 15 weeks). This would be planned in advance between managers and staff and would reflect peaks and troughs in work. Their would also be monthly reviews of hours between manager and employee.
2 Weekend working

Again this would only be introduced if there was a need in the service and also interest from staff. Currently staff who work at weekends are paid overtime which is very expensive. Instead of paying overtime we would like to allow staff to work weekends as part of their normal working week so if they work four hours on a Saturday they could leave early on a Wednesday for example. This would need to be agreed in advance and could only happen if there was sufficient interest.

3 Overtime

Overtime to only be used in situations were specific work is required/ fluctations in demand and not an on-going/ regular overtime.

Overtime to be paid at Flat rate only

 Overtime will not be paid to staff on arvato terms and conditions under any circumstances. If managers envisage extra hours for a particular project then this should be reflected in any bonus entitlement. 
	
	• maximise available labour 

• improve customer service 

• increase productivity 

• reduce absenteeism, sickness and stress 

• attract a wider range of candidates such as part-time workers 

• retain valued employees 

• increase employee commitment, morale and loyalty 

• increase the organisation's ability to deal with change by innovation and creativity 


	• people with responsibility to care for children, the sick or the elderly may not be able to work certain shifts, weekends or during school holidays 

• people with other interests outside paid work may be unavailable at certain times 

• better relations with management 

• increased loyalty and commitment 

• greater sense of responsibility and ownership and control of working life 

• improved well-being, less stress 

• more time to focus on life outside work 


	Ken

	Secondments across departments


	Secondments can be an option for temp positions.   Employees may apply from other sections and move under a secondment basis and return to substantive post once complete.
	We are very proud of the skills and experience that our staff bring to the business and while we appreciate that some staff will be happy to do their usual jobs we would like to offer staff who are interested other work across sefton. If staff are interested in developing their skills and experience we hope they will bring this up in their PDPs and in one to ones.

We are proposing to open up secondment opportunities across departments to create flexibility and develop skills of our employees.

Of course it will have to be feasible (we wouldn’t expect a HR advisor to cover for a programmer) and there would have to be a need for cover. We do not see this as a pay issue as it would be voluntary and if staff struggle with the new work it would not be seen as a performance issue.

SECONDMENT OBJECTIVES

These can include one or more of the following:-

· Temporarily filling a vacancy where the department lacks the appropriate expertise.

· Transfer of expertise.

· A project assignment.

· Secondee’s personal and career development.

· Creation of career development opportunities for seconding departments.

IDENTIFYING SECONDMENT OPPORTUNITIES

· Through individual development review where career/personal development issues are identified.  In this case, a secondment opportunity may be tailored to suit an individual’s specific needs.

· Through an advertised vacancy identified as a secondment opportunity.

· Through an advertised vacancy, normally time limited, where a secondment is not specified.  In this case, the individual should approach the vacancy holder to discuss the possibility of a secondment prior to application.

· Specific project requirements where talent may be held in other departments


	
	A creative method of developing staff

Gaining new skills

Retaining valuable skills and people

Gaining, retaining and sharing knowledge

Addressing performance shortfalls in departments

Meeting peaks
	Enhance existing skills

Gain exp in new work environments

Enrich work experience

Increase career advancement opportunities

Improve team building, interpersonal and communication skills
	Adam

	Travel savings


	As a responsible employer we are conscious of the effect our business has on the environment. In Sefton one of the biggest “avoidable” impacts on our carbon emissions is travel by car.

While we accept that some journeys by car are unavoidable we want staff and managers to look at the journeys they take and compare them to public transport alternatives. There are two clear examples of where public transport is a quicker alternative.

A journey on the train from Bootle to Southport Takes 36 Minutes. Whilst a car would be at least 40 minutes. Travelling by train is also cheaper (£5 for a return).

A visit to Chesterfield is also quicker by train. A Train from Liverpool South Parkway (where there is a free car park) would take 1 hour 50 minutes by train or 2 hours 13 minutes by car. There is an added advantage of being able to prepare for meetings whilst you are on the train.

We appreciate that equipment cannot always be taken on a train but would remind staff and managers that we do have our own vehicles which can be utilized. We also want to encourage staff to share journeys wherever possible.


	That all requests to travel for work by car for one person need prior authorisation.

That staff who take passengers on work journeys are given 5p per mile extra on their journey.

That staff who choose to take public transport have the exact time credited to their time rather than the current 30 minute maximum for travel in Sefton.


	
	Reduction in spend on travel arrangements


	
	Ken

	Salary Progression


	Under current grade structures – employees progress through increments of their grade on an annual basis.   Progression is not related to performance.
Only those grades with progression criteria result in progression being based on meeting performance/ competency requirements.
	arvato want to review the way salaries are paid to staff on long “career” grades. As a business we do not accept that staff should just progress through the grades every April. This is not to say that we oppose progression but we want to make sure that progression is justified and necessary for the needs of the particular service.

Proposals

That all future incremental progression is linked to a Good PDP (B3 or above). Any employee on informal/formal capability will not be permitted to progress.
That all future progression between grades is only granted if there is a need in the service for work of that particular grade.

That staff who are having capability issues can be demoted within this grade.

A new capability policy to reflect these changes is also being introduced.


	
	
	
	Sally

	Requests to move to arvato contract


	Currently an open door policy
	To remain as ‘on request’
	
	Broader opportunity for development

Bonus paid on performance


	
	Immediate – as and when requested

	Buying/ Selling annual leave


	
	Employees can request to buy/ sell annual leave:

Must be prior to the start of each leave year.


	Create savings 

	Opportunity to buy extra leave to meet outside work commitments

Boost Morale
	
	Kathryn

	
	
	
	
	
	
	


