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Contact Officer:
Sharon Thomas 01352 702324
sharon.b.thomas@flintshire.gov.uk

To: Councillor Clive Carver (Chairman)

Councillors: Marion Bateman, Paul Cunningham, Peter Curtis, Andy Dunbobbin, 
Robin Guest, Ron Hampson, Ray Hughes, Richard Jones, Brian Lloyd, 
Vicky Perfect, Paul Shotton, Ian Smith, Nigel Steele-Mortimer and Arnold Woolley

6 January 2017

Dear Councillor

You are invited to attend a meeting of the Corporate Resources Overview & Scrutiny 
Committee which will be held at 10.00 am on Thursday, 12th January, 2017 in the 
Delyn Committee Room, County Hall, Mold CH7 6NA to consider the following items

A G E N D A

1 APOLOGIES 
Purpose: To receive any apologies.

2 DECLARATIONS OF INTEREST (INCLUDING WHIPPING 
DECLARATIONS) 
Purpose: To receive any Declarations and advise Members accordingly.

3 PEOPLE STRATEGY 2016-2019 (Pages 3 - 18)

Report of Senior Manager, Human Resources & Organisational Development 
- Cabinet Member for Corporate Management

Purpose: To consider the draft People Strategy 2016-2019.

4 DIGITAL STRATEGY (Pages 19 - 34)

Report of Chief Officer (Governance) - Cabinet Member for Corporate 
Management

Purpose: To provide an update and feedback from the Workshop held in 
December

Public Document Pack
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5 WORKFORCE INFORMATION REPORT - QUARTER 2 2016/17 (Pages 35 - 
68)

Report of Senior Manager, Human Resources & Organisational Development 
- Cabinet Member for Corporate Management

Purpose: To consider the Workforce Information Report for Quarter 2 of 
2016/17.

6 REVENUE BUDGET MONITORING 2016/17 (MONTH 8) (Pages 69 - 108)

Report of Chief Executive - Leader of the Council and Cabinet Member for 
Finance

Purpose: 'This regular monthly report provides the latest revenue budget 
monitoring position for 2016/17 for the Council Fund and 
Housing Revenue Account. The position is based on actual 
income and expenditure as at Month 8, and projects forward to 
year-end.

7 FORWARD WORK PROGRAMME (Pages 109 - 114)

Report of Democratic Services Manager 

Purpose: To consider, and amend where necessary, the Forward Work 
Programme for the Corporate Resources Overview & Scrutiny 
Committee.

Yours sincerely

Robert Robins
Democratic Services Manager



CORPORATE RESOURCES OVERVIEW AND SCRUTINY

Date of Meeting Thursday 12 January 2016 

Report Subject People Strategy 2016-2019

Cabinet Member Cabinet Member for Corporate Management  

Report Author Senior Manager, Human Resources and Organisational 
Development

Type of Report Strategic 

EXECUTIVE SUMMARY

To achieve the Councils vision for the next five years we will need our organisation 
to be innovative, agile, connected and transparent, with workforce issues high on 
the agenda.

Much work took place during 2014/2015 to develop the Council’s People Strategy 
which reflects our changing organisation and the changing world of work.  It also 
plays an important part in the achievement of the Councils aspirations, ambitions 
and values of being a modern, high performing and trusted public sector 
organisation.

This report provides an update on the People Strategy work, incorporating the 
finding and actions resulting from the independent corporate assessment 
undertaken by the PA group.

Attached to the report is an updated People Strategy 2016-2019 that has been 
designed to be a simple yet meaningful document which is easily accessible and 
provides a clear vision and outcomes for future work force related work across the 
organisation. 

Moving the strategy forward is critical so it is clear in terms of priorities, actions, 
roles and responsibilities. There are key actions for Human Resource and 
Organisational Development. Equally as important is the clarity it provides about 
the roles and responsibilities of Chief Officers, Managers/Supervisors and 
Employees in the delivery of this strategy.
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RECOMMENDATIONS

1 That Committee endorses the revised People Strategy 2016-2019 
including the vision, outcomes and priorities and the specific roles and 
responsibilities of Human Resources and Development, Chief Officers, 
Managers/Supervisors, and employees, in implementing this strategy.

2. That the Committee supports the development of a detailed action plan 
which will be shared in draft for comment before being taken to Cabinet.

3. That the Committee invites period performance reports against key 
success measures (twice per annum). 

REPORT DETAILS

1.00 DEVELOPMENT OF THE PEOPLE STRATEGY 2016-2019

1.01 The new People Strategy has been developed against a backdrop of rapid 
change.  Firstly the changing face of local government in Wales with the 
role of the Council now fully including not just delivery of services, but 
commissioning of different types of service provision, and enabling 
communities to deliver services. This includes implementing a range of 
emerging priories from the strategy e.g. full implementation of the Councils 
appraisal scheme and consolidating emerging priorities from an 
independent assessment of corporate services.

1.02 The 2016-2019 People Strategy builds on a set of foundations set by 
previous strategies which includes:
 A good track record of achievement with the successful implementation 

of Single Status and settlement of Equal Pay claims,
 Creation of an Employment Service Centre
 Implementation of agile and flexible working
 Providing an integrated end-to-end HR Transactional service
 Development of e-learning modules to support Alternative Delivery 

Models, leadership and management development

1.02 The scale of organisational change and ‘leaning’ over the preceding few 
years has been rapid as a result significant changes to service delivery 
and operating models across service portfolios and the introduction of a 
voluntary redundancy programme, which, following two formal cycles, 
remains open on a rolling basis.  This has resulted in significant turnover 
and loss of experienced people leaving the organisation and places a 
stronger emphasis and importance on managing our talent, succession 
planning and taking a more creative approach to our reward strategy.  

1.03 We have successfully managed the organisational changes undertaken to 
date and confident the next phase of necessary change will be as 
successfully managed. Following the initial voluntary redundancy 
programme we undertook a voluntary self- assessment of our performance 
in managing what was a major programme of workforce reduction against 
the recommendations of the Wales Audit Office in it’s national study of 
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public sector practice and performance.  The Council either met or 
exceeded each of the relevant recommendations. 

1.04 Through development of the strategy, including member workshops and 
discussions with unions,  we have identified five key strategic objectives 
that will enable the vision to be realised, these are:

 Planning the Workforce of the Future;
 Developing Workforce and Leadership Capacity ;
 Managing Performance;
 Recognition and Reward;   
 Enabling Change through Alternative Models.

1.05 For 2016-19 this enables the identification of a clear vision, outcomes and 
priorities.

To achieve the vision we need the whole of our workforce to be:

 Customer focused;
 Aspirational and optimistic with a ‘can do’ attitude;
 Resilient to the challenges ahead;
 Motivated, talented, competent and skilful;
 Dynamic and responsive to the changing needs of our residents, 

customers and stakeholders.

If the strategy is achieved, some of the key outcomes will be:

 Increased leadership and management capability;
 A single consolidated workforce plan and supporting action plans;
 Change will be managed fairly, consistently and transparently;
 An environment in which managers are given the authority to 

take/accept responsibility;
 A workforce which is encouraged and supported to consider the health 

and well-being of themselves and others;
 Simplified policies and procedures which are accessible and easy to 

read;  
 Improved attendance management interventions; and
 The development of an effective pay, recognition and reward 

framework.

1.06 Communication and ownership are key to the success of the People 
Strategy.  For the first time the strategy is clear about the role of Human 
Resources, Chief Officers, Managers and Supervisors and Employees in 
support of each of the key strategic objectives.  Alternative communication 
methods and forums are being considered to ensure the strategy and 
associated action plan are easily accessible and understood by the whole 
of our workforce.

1.07 If the aims of the strategy are achieved then it will contribute to the 
achievement of the Council’s Improvement Priorities without any extra 
resource.  It will also ensure that the workforce is able to respond to future 
challenges facing the council.
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1.08 A detailed action plan is being developed which will highlight the 
immediate, medium and long-term priorities (including success measures) 
to enable the delivery of each of the strategic objectives detailed at 1.04.  

2.00 RESOURCE IMPLICATIONS 

2.01 The strategy can be delivered within current resources.

3.00 CONSULTATIONS REQUIRED / CARRIED OUT

3.01 None.  Any changes to policy or practice as a result of the strategy will be 
undertaken in line with the Human Resources policy framework and 
subject to an Equality Impact Assessment (EIA).

4.00 RISK MANAGEMENT

4.01 Implementing the strategy should not create or generate any new risks for 
the council.

5.00 APPENDICES

5.01 Appendix A – Proposed People Strategy 2016-2019

6.00 LIST OF ACCESSIBLE BACKGROUND DOCUMENTS

6.01 None

Contact Officers: Sharon Carney
Telephone: 01352 702139
E-mail: sharon.carney@flintshire.gov.uk

7.00 GLOSSARY OF TERMS

7.01 Commissioning of Services – The development of service provision that 
includes the specifying of requirements and procurement of organisations 
other than the Council to deliver services.
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Flintshire County Council
People Strategy 2016 – 2019

Supporting a Modern and Efficient Council

Introduction

The organisation and its services are embarking on a further period of significant 
change, as described in the improvement plan, and portfolio business plans.  We will 
only achieve our ambitions and be successful with this change through our people. 
Engaging our people fully and developing the skills, attitudes and behaviours we will 
need in the future is a priority.  

The 2016-19 People Strategy builds on a set of foundations set by previous strategies 
plus early work on this strategy in 2015, these include:

 A good track record of achievement with the successful implementation of Single 
Status and settlement of Equal Pay claims, 

 Creation of an Employee Service Centre, 
 Providing an integrated end-to-end HR Transactional service; 
 Electronic Document Management (EDM) which has enabled the merger of HR, 

Payroll and Education Staffing files; 
 Further development of the Apprenticeship Scheme, 
 Implementation of agile and flexible working, 
 Development of e-learning modules to support Alternative Service Delivery 

Models, leadership and management development
 Introduction of a competency based appraisal and talent management system.  

The Strategy is designed to ensure that as a Council, we are able to adapt flexibly to 
the challenging pace of change within the public sector but also to respond to the 
changing context of local government at a local, regional and national level.  Many of 
the themes from the previous strategy are still relevant, but there is an increased focus 
on how we plan to develop and support our people during this time of change. For 
some people, periods of change can cause uncertainty. For others change brings new 
possibilities and is something to be relished. During these times communication and 
leadership are more important than ever. 

This strategy also plays an important part in the achievement of the Council’s 
aspirations, ambitions and values of being a modern, high performing and trusted 
public sector organisation.  Further, it has been informed by the Councils other key 
strategies, most importantly the Councils Medium Term Financial Strategy (MTFS) 
and the Councils Improvement Plan.
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Vision for our future workforce 
This people strategy has been developed against a background of rapid change and 
sets out how the Council will adapt to meet the opportunities and challenges envisaged 
through the life of this strategy in supporting a Modern and Efficient council.

To achieve this we need the whole of our workforce to be:

 Customer focused
 Aspirational and optimistic with a ‘can do’ attitude
 Resilient to the challenges ahead
 Motivated, talented, competent and skilful
 Dynamic and responsive to the changing needs of our residents, customers and 

stakeholders

How will we achieve our vision? 

The strategic priorities for 2016-2019 are:

 Planning the Workforce of the Future
 Developing Workforce and Leadership Capacity 
 Managing Performance
 Recognition and Reward   
 Enabling Change through Alternative Models

Key Outcomes 
 Increased leadership and management capability
 A single consolidated workforce plan and supporting action plans
 Change will be managed fairly, consistently and transparently
 An environment in which managers are given the authority to take/accept 

responsibility
 A committed, motivated, flexible and professional workforce
 A workforce which is encouraged and supported to consider the health and well-

being of themselves and others
 Simplified policies and procedures which are accessible and easy to read  
 Improved attendance management interventions; and
 Development of an effective pay, recognition and reward framework

Guiding principles in delivery are:

 Supporting the business to achieve its objectives
 Recognising the changing work environment and adapting to those changes in a 

positive manner
 Maintaining legal compliance in all aspects of our work
 Working flexibly
 Continuing to develop and support our managers and employees to adapt to 

change
 Solution focussed
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Planning the workforce of the future

Having a detailed understanding of our current workforce, changes in local and 
national labours markets and a vision for the future will enable us co-ordinate the 
development of detailed workforce plans.  These should be an integral part of the 
business planning process.  The plans will describe and address the gap between the 
current workforce, delivering the service today and what the future workforce needs to 
be to deliver the services of the future.  

HR will focus on:

Supporting changes in future workforce 
numbers to meet service needs

Develop job roles to support changes 
and improvements in services

Being creative and building flexibility by 
using none traditional working patterns.

Complying with the requirements for 
which HR and OD are responsible under 
the Welsh Language Standards 
Regulations 2016.

To achieve this

Chief Officers will:
 Actively promote the benefits 

associated with good performance 
management interventions.

 Ensure completion of appraisals, 
career conversations and 
development plans (as appropriate) 
in a timely manner.

 Sharing intelligence with regard to 
future service requirements affected 
by internal and external factors.

Employees will 
 Actively embrace performance 

management interventions
 Engage with development 

opportunities

     Key Actions:

Develop workforce information that 
indicates accurately the utilisation of 
the workforce for each service to 
include core employees/positions 
and the peripheral/flexible workforce. 

Design workforce plans by portfolio to 
forecast requirements for the short, 
medium and long-term with specific 
actions for addressing challenges 
and risks (i.e recruitment 
difficulties/skills shortages).

      Managers/supervisors will:
 Ensure completion of appraisals, 

career conversations and 
development plans (as 
appropriate) for their areas of 
responsibility in a timely manner.

 Explore none traditional working 
methods to improve service 
delivery and inform future working 
planning.

High Level Actions to Support Delivery

1. Design workforce plans by portfolio to forecast requirements for the short, 
medium and long-term.

2. Consider alternative methods of job design/evaluation to support the 
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creation of alternative roles that meet the changing needs of the 
organisation.

3. Facilitate and extend the use of flexible working options through the use of 
technology.

Developing Workforce and Leadership Capacity
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We will build on the work of the previous people strategies by ensuring that our 
employees have the right skills, knowledge and competencies to carry out their roles 
as effectively as possible.  In order to do that the organisation will need to identify gaps 
in skills and knowledge, future requirements and the most appropriate means of filling 
any gaps.

HR will focus on: Key Actions:
Knowledge, skills and competencies We will work with portfolios to identify 

their learning and development 
requirements, taking into account of 
future business needs including new 
roles.

We will provide employees with 
opportunities to develop professional 
and transferable skills.

We will equip our managers with the 
commercial skills and knowledge to 
operate effectively with reducing 
resources.

We will encourage and enable our 
managers and teams to be proactive, 
innovative and creative in delivering 
services differently.

Collaboration We will work with other public sector 
Learning and Development providers to 
identify and develop appropriate and 
cost effective learning opportunities.

Managing Change We will develop training programmes for 
managers which recognise and promote 
managing change as a key set of 
competencies.

To achieve this

Chief Officers will: Managers/Supervisors will:

 Provide a consistent and high profile 
lead on promoting the importance of 
learning and development activities

 Be pro-active and role model the 
organisations commitment to 
learning through their own 
development activities

 Include relevant and achievable 
individual learning plans in formal 
performance management 
discussions

 Support employees to realise 
opportunities to develop knowledge, 
skills and competencies that benefit 
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 Ensure that learning and 
development features prominently in 
performance management 
discussions between management 
and employees in their service area

both the employee and the Council
 Identify potential knowledge or skills 

gaps that may impact on current or 
future performance within their 
service (area of responsibility)

Employees will:
 Seek opportunities for their own 

development
 Undertake and complete agreed 

development actions

High Level Actions to Support Delivery

1. Create a programme which supports leadership development  
2. We will improve the confidence and capability of our managers through an 

organised programme of coaching, mentoring and management 
development.

3. Develop a range of training and development interventions for managers and 
employees to include stress awareness and stress management e-learning 
modules, face to face workshops and mental health first aid to support the 
overriding attendance management strategy.

4. Further develop the apprenticeship programme as a ‘talent pool’ for the future

Managing Performance
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We want our employees to be focused on delivering against their objectives and 
motivated to deliver services to a high standard for the benefit of the citizens of 
Flintshire.  To support and enable this, our managers need to have access to timely, 
accurate management information.

HR will focus on: Key Actions:

Performance Appraisal

Provision of meaningful and timely 
management information

Attendance Management

Improve individual and team 
performance by implementing the 
competency based appraisal for all 
employees.

Implement talent management 
interventions to identify our talent at 
every level of the organisation.

Develop a HR dashboard for services 
and schools which provides suitably 
detailed in an accurate, consistent and 
timely manner to support managers 
in the effective and efficient 
management of their services.
Implementing new interventions for 
managing long term and frequent 
absences.

Introducing a case management 
approach for longer term absences 
which involve the employee, the 
manager, HR and Occupational Health.

To achieve this

Chief Officers will:
 Provide a consistent and high profile 

lead on promoting the importance of 
performance management

 Promote the use of consistent 
interventions identified in the 
attendance management policy  
across their area of responsibility.

Managers/Supervisors will:
 Complete performance management 

discussions on an annual basis. 
 Identify potential knowledge or skills 

gaps that may impact on current or 
future performance within their 
service (area of responsibility) 

 Lead by example in terms of 
demonstrating desired behaviours.

 
Employees will:
 Comply with their obligations under the 

attendance management policy
 Contribute positively with the appraisal process
 Undertake and complete agreed development 

actions.
High Level Actions to Support Delivery
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1. Simplify the existing attendance management procedures to provide for 
greater management autonomy

2. Introducing a standardised set of people objectives for employees with 
management responsibilities. 

3. Increase the number of services who achieve 100% attendance and 100% 
appraisal completion

4. Achieve an improvement in the Health and Well-being our employees

Recognition and Reward
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We want our employees to be fairly and equitably rewarded for the work they do, within 
the confines of affordability and national pay policy. We want our employees to 
understand their contribution to the business, to receive suitable acknowledgement of 
their contribution and to understand the role they have in shaping our future.

HR will focus on: Key Actions:
Pay and Reward We will continue to undertake Equal Pay 

monitoring to identify any gender pay 
gaps and develop feasible proposals to 
address these.

We will explore non-financial forms of 
reward and recognition to develop a 
recognition culture, which acknowledges 
and recognised good performance and 
effort.

We will maintain an up to date 
knowledge of best practice initiatives and 
all legal requirements in respect of pay 
and recognition.

We will provide specialist policy, advice 
and guidance

Working Together We will continue to work with the 
recognised trade unions and directly with 
our employees on issues affecting them.

We will be as open and transparent as 
possible in our communications with 
employees, and their representatives.

To achieve this

Chief Officers will: Managers/Supervisors will:

 Maintain a consistent and high 
profile lead on pay and recognition

 Consult as appropriate on issues 
affecting employees

 Keep employees informed about 
issues affecting them and be as 
open and transparent as possible in 
communications

 Ensure that employees are aware of 
our approach to pay and recognition

 Carry out effective budget 
management 

 Manage employee expectations (not 
over-promise)

Employees will:

 Familiarise themselves with our pay and 
recognition systems, including self-service 
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applications
 Participate in relevant consultation 
      exercises affecting pay and recognition

High Level Actions to Support Delivery

1. Create a total reward/benefits portal which provides access to a range of 
benefits and savings on everyday shopping, motoring and health and well-
being spend.

2. Review the current pay model to ensure it meets the obligations of the 
National Living Wage and consider options to ‘bridge the gap’ between the 
existing pay and grading model and the Chief Officer pay model.

3. Explore alternative methods of communication to increase engagement 
levels with our employees

4. Complete Equal Pay audits on an annual basis and develop proposals to 
address gender gaps identified (if any).

Enabling Change through Alternative Models 
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We want to help the Council protect front line services in whatever form that takes, as 
it responds to external and internal challenges and evolves in terms of its size, shape 
and models of service delivery. We need to equip our managers and employees with 
the appropriate knowledge, skills and behaviours to be resilient and have the 
confidence to try new approaches and adapt their ways of working.  

HR will focus on: Key Actions:
Developing appropriate frameworks 
(including service level agreements) to 
enable managers to assess feasibility of 
alternative models

Provision of a model service level 
agreement which details options for 
continued provision of support 
services.

Provide specialist and advice and 
guidance in relation to legal obligations 
regarding employment issues.

Development of bespoke e-learning 
modules to support services 
transitioning out of the organisation.

Development of appropriate toolkits 
and guidance documents for 
managers (i.e. TUPE and Code of 
Practice on Workforce Matters ‘Two 
Tier Code’).

Provide access to a range of modules 
which develop the commercial and 
financial awareness/acumen of 
managers transitioning out of the 
organisation.

To achieve this

Chief Officers will:
 Provide a consistent and high profile 

lead on promoting the benefits of 
alternative models.

 Engage proactively at all levels within 
their area of responsibility.

Employees will:
 Contribute positively to proposals for 

alternative service models
 Propose alternative models/ methods 

of working as appropriate.
 Engage openly and honestly during 

periods of consultation.

Managers/Supervisors will:
 Complete performance management 

discussions on an annual basis. 
 Identify potential knowledge or skills 

gaps that may impact on current or 
future performance within their 
service (area of responsibility) 

 Lead by example in terms of 
demonstrating desired behaviours.

 

High Level Actions to Support Delivery

1. Review, rationalise, simplify and further develop HR policies and 
procedures and associated management toolkits to enable greater levels of 
self-sufficiency.
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2. Develop programme on ADMs to prepare managers and employees for 
transition.

3. Finalise model service level agreement and implement service level 
agreements for all portfolios.

Delivering the Strategy

How will we deliver the strategy?

The first key activity is the development of a detailed action plan which will identify the 
priorities, the key actions, who is accountable, who is responsible and when the 
actions will be completed.

The immediate priorities to be taken forward for the remainder of 2016/17 and into 
2017/18 include actions in support of the following:

Developing leadership capacity
 Developing leaders
 Developing succession planning approaches and programmes

Developing workforce capacity
 Developing skills, attitudes and behaviours

Planning the workforce of the future
 Supporting changes in future workforce numbers to meet service needs
 Developing job roles to support changes and improvements in service delivery
 Being creative and building flexibility by using none traditional working patterns

Who will deliver the People Strategy?

The delivery of the strategy is the collective responsibility of the Council from Elected 
Members and the Chief Officer Team to front line employees, with Human Resources 
and Organisational Development (HR and OD) as part of the People and Resources 
Portfolio team providing specialist expertise, advice and support.  

Reporting

A detailed action plan will be refreshed annually and reported to Cabinet.

Progress against specific actions will be reported to Chief Officers and Corporate 
Resources Overview and Scrutiny.

.

Page 18



CORPORATE RESOURCES OVERVIEW AND SCRUTINY COMMITTEE

Date of Meeting Thursday, 12th January 2017

Report Subject Digital Strategy

Cabinet Member Cabinet Member for Corporate Management

Report Author Chief Officer (Governance)

Type of Report Operational

EXECUTIVE SUMMARY

The proposed digital strategy is a replacement for the council’s existing IT 
strategy.  However, it takes a different approach to the strategy it replaces and 
seeks to encompass all of the council’s strategic aspirations for the IT service, the 
council and the whole of the county.  To that end it includes strategic objectives 
relating to issues such as economic development and community development 
alongside objectives on IT service delivery.

The digital strategy is structured around the following 6 themes:
1. Digital customer
2. Digital workforce
3. Digital business and community

4. Digital partnership 
5. Information management 
6. Digital delivery

Each theme lists high level actions to be achieved by the end of the strategy that 
will be supported by an annual action plan giving more details and precise 
timescales.  Examples of the high level actions include: 

1. seeking to improve broadband speeds within the county
2. working with the 3rd sector and other partners to improve digital literacy 

within the community and small businesses
3. moving to digital services as the first/primary means of providing as many 

council services as possible 

It is proposed that the high level actions will be co-ordinated and monitored day to 
day through an officer project board.  Reporting and accountability for actions in 
the strategy will be undertaken through the CAMMS system and the 
Organisational Change OSC.

A workshop open to all members was held on 16 December 2016.  Those in 
attendance broadly supported the approach proposed within the strategy, and 
gave helpful feedback on the critical factors needed to ensure a successful 
implementation.
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RECOMMENDATIONS

1 That the Committee comments on the proposed digital strategy before its 
adoption by Cabinet.

REPORT DETAILS

1.00 EXPLAINING THE PROPOSED NEW DIGITAL STRATEGY

1.01 The Council’s current IT strategy has expired. As well as being 
fundamental to the delivery of many council services, helping and ensuring 
that others have sufficient skills and access to IT is an important element 
in ensuring the future prosperity of the county.   For this reason it is 
proposed that the IT strategy (which talked largely about the IT Service’s 
role in delivering the council’s aspirations for transformation) be replaced 
by a digital strategy that contains all of the council’s strategic objectives 
around digital technology.  The strategy therefore contains objectives 
around economic development, education and community working.

1.02 The proposed strategy which is attached at Appendix 1 is divided into the 
6 themes below which reflect the different aspects of digital technology 
that will need to be developed in order to help achieve the council’s 
Improvement Plan Objectives.  They have been developed in conjunction 
with the Customer Services Strategy through detailed consultation with key 
officers across all the portfolios.

i. Digital customer – empowering customers to access the services 
and information they need on line

ii. Digital workforce – equipping our workforce with the right tools 
and skills required to deliver “digital first” services

iii. Digital business and community – encouraging the development 
of an effective digital infrastructure to maximise the opportunities 
that “digital” offers to business, communities and learning centres

iv. Digital partnership – digital technology to enable the council to 
work in partnership across local government, the wider public sector 
and the private sector to deliver improved services and drive 
change

v. Information management -  a key foundation for ensuring the 
success and sustainability of digital developments

vi. Digital delivery – enables the provision of resilient, robust and cost 
effective IT infrastructure and systems to underpin service delivery 
and facilitate organisational change.

1.03 Each of the themes contains a short statement of the council’s aspiration, 
the supporting principles and a list of high levels actions that will support 
the delivery of that aspiration.   An annual action plan will be prepared to 
ensure that the high level actions are successfully implemented.

1.04 Some of the proposed high level actions will have a wide ranging impact 
upon the council. Perhaps the most significant of these is the “digital first” 
approach to service delivery i.e. the assumption that as many services and 
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as much information as possible should be delivered digitally.  It proposes 
that digital should be promoted as the primary route of access for the 
majority of council services.  This will make it easier for residents to access 
services or information at a time that is convenient for them rather than 
requiring them to ring or attend the council during office hours.  

1.05 Evidence from other councils shows that the digital first approach can save 
the council money, improve accessibility of services for the majority of 
residents and free up resource to improve services for those who are not 
able to access the internet.  Even where services are not able to be 
delivered virtually (e.g. pest control or bulky waste collections) in many 
cases it will still be possible to generate efficiencies through online 
booking, payments or the provision of enhanced levels of information.

1.06 The workshop before Christmas sought members’ views, amongst other 
things, on:
i) which should be the first or key services to deliver digitally – reporting 
issues such as noisy neighbours, dog fouling, potholes and street lighting
ii) what the critical success factors will be - updates for residents once a 
matter has been reported including a timeline for when the issue will be 
fixed, being able to track the progress of reported issues,  ease of use and 
confidence in the technology.

In addition members sought reassurance that the delivery of more services 
digitally would not result in segments of the population being excluded.  
Experience from other councils shows that digital delivery will free up 
resources that can actually improve services for those who might 
otherwise be at risk of exclusion.

1.07 The extent to which the council can transform its services will need to be 
explored with every service (though again we can draw on examples from 
other councils).  There will therefore need to be an exercise to establish 
the full potential scope for this aim.  As part of that scoping exercise the 
resource requirements will also need to be established before the 
cost/benefit can be analysed. 

1.08 The strategy will be supported by a detailed action plan that breaks down 
the high level actions into specific tasks and deadlines.  Those actions will 
feature in service plans and can be the responsibility of middle ranking and 
aspiring managers as part of the Flintshire Academi.  There is a need 
though for complete oversight and prioritisation and it is proposed that the 
customer services project board should fulfil this role.

1.09 Progress against the strategy will be recorded on the CAMMS system and 
will be reported to both Cabinet and Scrutiny.  The strategy will be a key 
driver for changing the way the council delivers services, and so it falls 
within the remit of the Organisational Change OSC.  Rather than report 
issues to 2 committees it is suggested that Organisational Change OSC 
should take lead responsibility.
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2.00 RESOURCE IMPLICATIONS 

2.01 This strategy will require capital investment to maintain the current level of 
IT and a 5 year cost estimate has been submitted as part of the capital 
programme.  The capital investment needed for objectives such as digital 
first is not yet clear and will only become known as the extent of any 
programme of changes becomes clear.  As mentioned at 1.07 the 
cost/benefit of each change will need to be assessed prior to 
commencement and the decision whether or not to proceed taken based 
on available resource and relative priorities at the time.

2.02 There is sufficient employee resource for the bulk of the objectives, though 
again the demands of going digital first are not known.  It is clear however 
that the capacity to undertake large scale change has been reduced within 
the organisation (especially the IT Service) and so larger projects will need 
to be specifically resourced if they are to be able to proceed.  Another such 
example is the move to Wales Community Care Information System 
(WCCIS) which, due to its sheer scale, will need specific resource 
allocated to it.  

2.03 The annual action plan will feed into the corporate resources strategy in 
order to build a clear strategic picture of demand versus capacity.  That in 
turn can then be debated at the programme boards within the council and 
appropriate resource allocations made at the time.

3.00 CONSULTATIONS REQUIRED / CARRIED OUT

3.01 The proposed strategy has been prepared jointly by the IT Service and 
Customer Services.  It has been the subject of internal consultation with 
officers across all portfolios.

3.02 All member workshop 16th December 2016.

4.00 RISK MANAGEMENT

4.01 Implementing the strategy should help to increase the accessibility of 
services and to reduce inequality.  Many of the high level actions 
(particularly within the Information Governance and Digital Delivery 
themes) are targeted at reducing or preventing risk

4.02 The strategy itself has been subjected to an Equality Impact Assessment.  
Changes to services (especially as part of digital first) will need to be 
assessed for equalities and impact on future generations as part of the 
scoping exercise

5.00 APPENDICES

5.01 Appendix 1 – Proposed Digital Strategy.
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6.00 LIST OF ACCESSIBLE BACKGROUND DOCUMENTS

6.01 Current IT Strategy.

Contact Officer: Gareth Owens, Chief Officer Governance
Telephone: 01352 702344
E-mail: Gareth.legal@flintshire.gov.uk

7.00 GLOSSARY OF TERMS

None.
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Introduction
Since the development of the Council’s previous IT 
Strategy, rapid developments in technologies have 
transformed the way that many people live their lives. 
This ranges from how they purchase goods and services 
to how they communicate with others. The public sector 
has also seen significant change against a backdrop of 
unprecedented financial challenges with little indication of 
this position changing within the lifetime of this Strategy. 
The future landscape for Local Government within Wales 
still remains uncertain which can make planning for long 
term investment in technology difficult. In the face of 
these challenges, there are many examples of councils 
using technology to deliver business efficiencies whilst 
improving services to customers.

Within Flintshire, we have embraced technology to 
deliver changes in; procurement through the introduction 
of an e-Procurement solution, human resources through 
introduction of manager and employee self-service; 
housing maintenance through introduction of mobile 
working; school admissions through development 
of online application for school admission; customer 
contact through development and implementation 
of a fully responsive website, Customer Relationship 
Management (CRM) system, contact centre telephony 
and a corporate mobile APP. We have almost 2000 
employees able to work in an agile way with secure 
access to technology from locations of their choice. This 
has supported the Council’s Asset Management Strategy 
enabling the reduction of office space across the Council. 
These examples represent just a few of the areas where 

technology has been 
used to support improved 
business efficiency and 
customer service.

Within the IT service, we 
have realigned resources 
and investment to better 
meet the Council’s priorities, the changing shape of 
the organisation and the compliance requirements 
surrounding information management and security.

Increased use of technology has also seen a growth in 
cybercrime. Balancing the needs of the Council to deliver 
flexible and reliable services to our customers whilst 
also ensuring the security and integrity of our digital 
infrastructure and information presents an increasing 
challenge. 

It is clear that technology has, and will continue to play a 
significant role in the way that the council develops and 
delivers services and that it will make a major contribution 
to the council’s priority to deliver a ‘Modern & Efficient 
Council’.

This Strategy will outline how Digital Information and 
Technology will be used to support the Council’s 
Improvement Priorities and strategic plans over the next 
five years. A separate Information Management Strategy 
will also be developed to complement it. 
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Digital Flintshire: The Vision
This digital strategy sets out how the Council will embrace the opportunities that 
technologies offer for effective service delivery in an agile, mobile and responsive way. 
in Supporting a Modern & Efficient Council by:
 
•	� Using technology to offer customers increased flexibility in when and how they 

access our services
•	� Providing and promoting accessible and inclusive transactional services and 

information online 
•	� Enabling our workforce to work smarter with the necessary skills and technologies to support
•	� Supporting our customers and communities in the use of, and access to digital technology to ensure that they can 

take advantage of all of the benefits it may offer them
•	� Working with and supporting our businesses to maximize opportunities that digital technology offers
•	� Using digital technology to work and collaborate with our partners efficiently and securely, including the effective 

sharing and use of data
•	� Ensuring that we treat Information as a key corporate asset ensuring it is compliant, accurate, relevant and secure so 

that we can use it to design and deliver more effective and efficient services
•	� Delivering a secure, reliable, resilient and cost effective digital infrastructure that is responsive to the needs of the 

council and its customers

Information Management & Compliance

Digital Delivery

Digital
Customer

Digital
Workforce

Digital
Business &
Community

Digital
Partnership
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Digital Customer
“Empowering customers to access the services and 

information they need online”

Principles:
 
•	�� Continue to move transactional services to more effective and efficient digital channels 

by maximising self service
•	� Providing services and information online to customers in a user-friendly way
•	� Ensuring customers have the digital skills to access services and information online
•	� Delivering accessible, inclusive services and supporting customers to adopt digital 

services
•	� Providing choice of contact method whilst balancing efficiency with service quality
•	� Ensuring that customer needs and service efficiency are at the core of solutions 

development and implementation
•	� Delivering secure digital solutions so that customers trust us to protect their information

High Level Actions to Support Delivery:

Continued development of CRM to enable single view of the customer

Development of customer self-service facilities on the Council’s website

Effective signposting to information and online resources on the Council’s website

Working with services to ensure a “Digital First” approach to service delivery

Continue to move transactional services to more effective and efficient digital channels by 
maximizing self-service

Working with local training providers, partners and 3rd sector to identify and deliver effective 
customer training to ensure take up of digital services and support Digital Inclusion

Identify futher opportunities for use of social media to support service delivery

ActionNo.

1

2

3

4

5

6

7
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Digital Workforce

Continued implementation and development of agile and mobile technologies to enable 
employees to access business systems and information from any location

Development of mobile working to support service delivery

Implementation of collaboration and document management technologies

Appropriate workforce training to support use of digital technologies and systems

Implementation of technologies to support agile and mobile working

Extended provision of wireless in Council buildings

E-learning  - Development of e-learning modules to support workforce development in use of new 
and existing technologies and to promote compliance with information management legislation

Implementation of a new intranet with ability for whole workforce access

Continued development and rollout of self-service systems across workforce and schools e.g. 
HR and Payroll

ActionNo.

1

2

3

4

5

6

7

8

9

Principles:
 
•	�� Employees will have the digital tools and skills required to deliver services 

effectively and efficiently
•	� Providing employees access to the information they need when and 

where they need it
•	� Equipping employees with the technology they need to deliver high 

performing services
•	� Supporting employees to adopt digital change
•	� Accelerating the move to digital only delivery where possible
•	� Designing new services ‘digitally by default’

High Level Actions to Support Delivery:

“Equipping our workforce withthe right tools and skills 
required to deliver ‘digital first’ services”
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Digital Business & Community

Principles:
 
•	� Working with technology providers to ensure the best possible digital infrastructure and services are made available 

to Flintshire’s businesses and communities
•	� Supporting business growth in Flintshire regardless of location
•	� Supporting strong local economies and sustainable communities
•	� Working with partners to ensure businesses and communities have the knowledge and skills to embrace digital 

opportunities
•	� Providing information to support our young people using channels that they are most familiar with
•	� Providing all schools with an effective digital infrastructure to support their delivery of core education services
•	� Providing a platform for the delivery of the Digital Competency Framework to ensure all learners develop the appropriate 

skills to engage in the digital world 

High Level Actions to Support Delivery:

Provision and support of digital services to schools through the Council’s new service delivery 
model for Schools IT support

Provision of training and support for school staff in delivering the Digital Competency Framework 
through access to Digital Leaders and the Regional Schools Improvement Service (GwE)

Modernising public IT facilities in community settings including Libraries, Connects etc.

Support communities in the development and implementaion of town based wireless schemes

Lobbying telecommunication providers and Welsh Government to improve broadband coverage 
and speed

Work with the 3rd sector and other partners to identify opportunities to improve digital literacy 
within communities and small businesses 

Provision of appropriate training for the Integrated Youth Provision Service (IYP) to ensure that 
they are able to take full advantage of modern communication channels and emerging technology 
to communicate and work with young people.

ActionNo.

1

2

3

4

5

6

7

“Encouraging the development of an effective digital infrastructure 
to maximize the opportunities that ‘digital’ offers to business, 

communities and learning centres”
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Digital Partnership

Principles:
 
•	� Developing digital services with partners to deliver more joined up, 

customer centric services
•	� Working with partners to develop and procure established technology 

ensuring best value for money
•	� Exploring opportunities for alternative service delivery models with 

other public and private sector organisations
•	 Simple and secure information sharing with partners
•	� Embracing technologies which support and enable collaborative 

service delivery such as cloud, open systems

High Level Actions to Support Delivery:

Enable the secure exchange of information with our partners

Working with partners to simplify the approach to identify management

Promotion of collaboration on regional and national projects e.g:
• North Wales/All Wales Public Services Directory
• Welsh Community Care Information System (WCCIS)
• All Wales Library Management System
• North Wales Legal Case Management System
• Capita ONE Hosted service
• North Wales Councils Regional Emergency Planning Service
• Procurement 

ActionNo.

1

2

3

“Digital technology will enable the Council to work in partnership 
across local government, the wider public sector and the private 

sector to deliver improved services and drive change”
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Information Management 

Principles:
 
• 	� Treating information as a key corporate asset to support improved decision making and resource allocation
•	�� Driving out duplication and inconsistency in our customer, property and business data to reduce waste and have 

confidence in accuracy of information
•	�� Ensuring that we actively monitor compliance with our legal obligations under Information and Records Management 

and Technology legislation, regulations, statutory guidance, accreditations and standards including; Data Protection 
Act 1998, Freedom of Information Act 2000,  Environmental Information Regulations 2004, Re-Use of Public Sector 
Information Regulations 2015 and Public Sector Network Accreditation

•	� Ensuring compliance with security and information standards to support data exchange with other relevant partners
•	� Proactively addressing the risks posed by evolving cyber threats and investing in appropriate detection and prevention 

solutions

High Level Actions to Support Delivery:

Development and delivery of an information management strategy

Development and implementation of Infrastructure and Information Security technologies
• Secure email
• Event and log management
• Unified Threat Management

Evaluation of requirements of new General Data Protection Regulations and implementation of 
processes and procedures to ensure compliance

Review and development of Information Security Policies

Developement of systems and policies to support compliance with our legal obligations under 
Information and Records Management and Technology legislation, regulations, statutory guidance, 
accreditations and standards including; Data Protection Act 1998, Freedom of Information 
Act 2000, Environmental Information Regulations 2004, Re-Use of Public Sector Information 
Regulations 2015 and Public Sector Network Accreditation.

Consider ways of reducing both the physical and financial burdern of storage on the Council 
whilst ensuring compliance

Use of technology to reduce duplication of data, to enable more efficient management of core 
council data and to help reduce the storage burden e.g. Electronic Document Management (EDM)

Maximise the potential that information offers in improving efficiencey, resource planning and 
reducing failure demand by using data visualisation tools such as Geographical Information 
Systems (GIS)

ActionNo.

1

2

3

4

5

6

7

8

“Information Management is a key foundation for 
ensuring the success and sustainability of digital developments”
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Digital Delivery
“Digital Delivery enables the provision of resilient, robust and cost effective IT infrastructure and 

systems to underpin service delivery and facilitate organisational change”

Principles:
 
•	� Delivering reliable, secure and resilient IT infrastructure and systems to ensure continuity of service provision
•	� Improved governance to ensure that investment in technology is aligned with the priorities for the organisation
•	� Achieving best value from investments made in existing infrastructure by ensuring compliance with industry best practice
•	� Harnessing new and emerging technologies where they can deliver increased efficiency and improved service delivery
•	� Reducing the number of business systems and improving integration in order to standardise and simplify business 

processes

High Level Actions to Support Delivery:

Technology Roadmap (refresh of Technology Blueprint)

Development of improved governance arrangements

Facilitate the use of Welsh language through technology

Improved capacity management within the service

Effective prioritisation across the Council to ensure that resources are targeted to delivering 
solutions effectively and appropriately

Support for Asset rationalisation programme

To ensure that we have a clear picture of all the corporate IT assets, their value, relevant contract 
and license information and warranty and replacement schedules. This will ensure both license 
compliance as we as assisting with financial asset management planning.

Implement Enterprise Unified Communications:
• Microsoft Exchange
• Skype for business
• Integrated technology

Consolidation of Business Systems:
• Removal of Lotus Notes
• �Review of business systems to ensure we are getting best value from investments in 3rd part 

software
• �Rationalisation of systems to see if we can reduce the number of business systems with the 

potential to make efficiencies from licence reduction and system management overheads

Implementation of Financial System to support Alternative Delivery Models (ADM’s)

Review of Masterpiece financial system

Evaluation and implementation of cloud technologies;
• Microsoft Office 365
• Microsoft Azure

ActionNo.

1

2

3

4

5

6

7

8

9

10

11

12
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Governance Arrangements
There needs to be a mechanism to oversee and ensure 
the effective delivery of the Digital Strategy. This will be 
achieved through setting up a specific project board. 
The benefit of a specific board will be that it provides 
a mechanism to resolve any resource, capacity and 
prioritisation issues which could occur across the range 
of priorities and actions to be delivered. 

•	� The Digital Strategy will be included in the Improvement 
Plan for the council and the Board will therefore be 
required to report on progress through the appropriate 
channels.

•	� Any bids for resources to deliver actions which 
support the delivery of the Strategy will also need to 
be approved by the Board following the development 
of a business case.

•	� The Board will be responsible for securing 
organisational acceptance of the risks associated with 
selected priority and ensure that they are managed 
appropriately through identified mitigation. 

Delivery

•	� Each priority within the Strategy should be led by a 
senior manager supported by an IT Business Partner 
Allocation of priority lead officers will be undertaken at 
the Flintshire Management Academi. 

•	� The lead officers will sit on the Project Board in order 
to report progress against their particular priority.

•	� The lead officers will be responsible for prioritising 
work and will be supported by officers and partners 
with the appropriate knowledge and skills
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CORPORATE RESOURCES OVERVIEW AND SCRUTINY COMMITTEE

Date of Meeting Thursday 12th January, 2017

Report Subject Workforce Information Report – Quarter 2 2016/17

Cabinet Member Cabinet Member for Corporate Management

Report Author Senior Manager, Human Resources and Organisational 
Development

Type of Report Operational

EXECUTIVE SUMMARY

To provide Members with an update for the second quarter for 2016/17. This 
report provides details of the following:

- Headcount and Full Time Equivalent (FTE)
- Organisational Age Profile
- Employee Turnover and Stability (Including Redundancies and Early 

Retirements)
- Attendance 
- Performance Appraisals and Development
- Resource Management (Agency Workers)
- Equality and Diversity

The format of this report and the accompanying Workforce Information is intended 
to focus on organisational performance and trends, with the information being 
presented in a dashboard format. The dashboards are a visual presentation of 
data, showing the current status and historical trends of the Council’s performance 
against key performance indicators.

The report provides a brief narrative on the overall performance. A more detailed 
explanation is provided on an exceptional basis where performance is falling below 
organisational performance indicators or where there has been a significant 
movement, either upwards or downwards, in the reported trends. The narrative will 
include an explanation for the movement in trend and details of the actions that are 
planned to improve or maintain performance.

The performance information for the whole organisation is split to show Schools 
and Non-Schools data separately.  The Schools data is further broken down into 
Teaching and Non-Teaching.
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RECOMMENDATIONS

1 Members comment on Workforce Information Report for quarter two 
2016/17

REPORT DETAILS

1.00 EXPLAINING THE WORKFORCE INFORMATION REPORT

1.01 Headcount and Full Time Equivalent (FTE)

The headcount and FTE figures show an overall decrease of 61 FTE 
across the Council since April, Non-schools show a decrease of 51 FTE, 
and Schools show an overall decrease of 10 FTE. Within Schools, 
teaching staff show a decrease of 21 FTE whereas non-teaching staff 
have increased 11 FTE. 

The headcount for Non-Schools is 3,432 and the headcount for Schools is 
to 3,279 equating to 6,711. However, the overall Flintshire County Council 
headcount is 6,602. The anomaly of 109 is in relation to employees who 
are employed in both Schools and Non-Schools positions.

1.02 Organisational Age Profile

The purpose of providing the Organisational Age Profile is to enable the 
Council to provide a guide to the future number of potential retirements 
and succession plan by identifying any skill gaps that may arise. Without 
an analysis of age profile, no workable long term planning can be made.

1.03 Employee Turnover and Stability (Including Redundancies and Early 
Retirements)

The Flintshire County Council turnover percentage as at quarter two is 
6.32% which equates to a cumulative figure of 8.56% for 2016/17. This is 
due to the high volumes of leavers within Schools at the end of the 
academic year, and also the turnover of temporary Summer Playworkers. 

1.04 Attendance

The cumulative FTE days lost as at quarter two is 4.41 against a target of 
4.65.  This is an improvement on the same period in 2015/16 which 
recorded 4.57 FTE days lost.  

1.05 Performance Appraisals and Development

Performance Appraisals remain a high priority within the Council. The 
undertaking of appraisals have been carried out and recorded on iTrent 
which shows significant improvement.
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1.06 Resource Management (Agency Workers)

The cumulative agency spend for 2016/17 is £2.3m. This has exceeded 
the aspirational target of £1.25m at the end of the second quarter. The 
majority of the agency spend is within Streetscene and Transportation 
(£590,000), and Social Services (£445,000) respectively. Within Social 
Services, 55% of the service quarterly spend was off-contract (outside of 
Matrix SCM).

Overall, there were 168 active agency placements on 30th September 
2016. From the 168 placements, 131 exceeded the 12 week Agency 
Worker Regulations threshold.

Recommendations from the quarter one report included a breakdown of 
placements that exceed 12 months. As at 30th September, 52 placements 
had exceeded 12 months. From the 52 placements, 46 were within 
Streetscene and Transportation, three within Social Services, and one 
each in Community and Enterprise, Education and Youth, and Planning 
and Environment.

The agency/headcount table reports on the number of agency workers 
engaged within quarter two compared to the established headcount within 
the service. Streetscene and Transportation shows an equivalent of 24%. 
As explained in quarter one, the service were carrying a significant number 
of vacancies prior to the recruitment campaign which took place 
throughout August and September. 55 of those vacancies have been filled 
by agency workers on long term placements and will be reflected in 
quarter three. 

1.07 Equality and Diversity

The importance of collecting equality and diversity information remains a 
high priority. Equalities monitoring information is regularly reviewed with 
measures in place to collate missing diversity data from employees. 

2.00 RESOURCE IMPLICATIONS 

2.01 Increased accuracy for reporting will allow the Council to better understand 
the composition and usage of the workforce and therefore plan and 
manage the largest single cost of service delivery.

3.00 CONSULTATIONS REQUIRED / CARRIED OUT

3.01 None as the dashboard report appended to this report details existing 
actual out-turns in the various measures. 
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4.00 RISK MANAGEMENT

4.01 None arising directly from this report.

5.00 APPENDICES

5.01 Appendix 1: Dashboard – Workforce Information Report Q2 2016/17

6.00 LIST OF ACCESSIBLE BACKGROUND DOCUMENTS

6.01 None.

Contact Officer: Sharon Carney, Senior Manager, Human Resources and 
Organisational Development.
Telephone: 01352 702139
E-mail: sharon_carney@flintshire.gov.uk

7.00 GLOSSARY OF TERMS

7.01 Headcount and FTE
This will provide information on the current levels of the Council’s 
workforce.

Organisational Age Profile
The purpose of providing the Organisational Age Profile is to enable the 
Council to provide a guide to the future number of potential retirements 
and succession plan by identifying any skill gaps that may arise. Without 
an analysis of age profile, no workable long term planning can be made.

Employee Turnover and Stability (Including Redundancies and Early 
Retirements)
This information will provide the awareness of trends in turnover rates 
within the Council for potential measure to be put in place for high turnover 
rates, if applicable.

Attendance 
Attendance remains a high priority in the Council and will provide detailed 
information on the areas for improvement for absence/attendance. Stage 1 
and Stage 2 capability hearings are the formal stages of the Attendance 
Management policy where sanctions including dismissal take place.

Performance Appraisals and Development
Reporting on performance appraisals and development will enable more 
effective monitoring of potential training needs for future planning.
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Resource Management
This information will include the usage of agency workers within the 
Council.

Equality and Diversity
Information will be provided to implementation measure to prevent 
inequalities within the Council.
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2016/17 DASHBOARD
FLINTSHIRE COUNTY COUNCIL CUMULATIVE TOTALS

TOTAL HEADCOUNT

6,602
TOTAL FTE

5,042

LEAVERS / TURNOVER

565/8.56%

DAYS LOST PER FTE 2016/17

4.41
TARGET 2016/17 AT Q2

4.65

AGENCY SPEND 2016/17

2.30m
TARGET 2016/17 AT Q2

1.25m
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CORPORATE DASHBOARD 
REPORTS 

(NON SCHOOLS)

2016/17 - QUARTER 2
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TOTAL HEADCOUNT TOTAL FULL TIME EQUIVALENT

QUARTER 2 2016/17 DASHBOARD
HEADCOUNT AND FULL TIME EQUIVALENT (FTE) - NON SCHOOLS

3,432 2,746

HEADCOUNT AND FTE - 12 MONTH TREND

Decrease of  
95 people
(-2.77%)

Decrease of 
51 FTE

(-1.86%)

01/04/2016
3,527

30/09/2016
3,432

01/04/2016
2,797

30/09/2016
2,746

3597 3586 3570 3545 3540 3538 3527 3507 3490 3536 3509
3432

2852 2845 2831 2826 2822 2815 2797 2788 2763 2748 2736 2746
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QUARTER 2 2016-17 DASHBOARD
AGE PROFILE - NON-SCHOOLS
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QUARTER 2 2016-17 DASHBOARD
AGE PROFILE - NON-SCHOOLS
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QUARTER 2 2016-17 DASHBOARD
AGE PROFILE - NON-SCHOOLS
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DAYS LOST PER FTE AT 30/09/2016

30/09/2016
2.75

30/09/2015
2.74

Decline of 0.01

QUARTER 2 2016/17 DASHBOARD
ATTENDANCE - NON-SCHOOLS

2.75

TOP 4 REASONS
1. MUSCOLOSKELETAL
2.  STRESS DEPRESSION; ANXIETY
3.  STOMACH, LIVER; VOMITING
4.  INFECTIONS

1.17

2.66

1.69 1.47 1.45

2.4
1.88 2.08

4.08

2.89
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Target FTE (Days Lost)
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LEAVERS - Q2 LEAVERS - 2016/17

QUARTER 2 2016/17 DASHBOARD
TURNOVER AND STABILITY - NON SCHOOLS
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QUARTER 2 2016/17 DASHBOARD
EQUALITY AND DIVERSITY - NON-SCHOOLS

67.54%

32.46%
Female

Male

GENDER BREAKDOWN (%)

MALE
1,114
(32.46%)

FEMALE
2,318
(67.54%)

GENDER BREAKDOWN

12

2,343

1,077
BME

White

Not Stated

ETHNICITY
ETHNICITY BREAKDOWN

BME - 12

WHITE - 2,343

NOT STATED - 1,077

7 11 11

1,142

2,196

5
60

Bisexual - 6

Gay Man - 11

Gay Woman/Lesbian - 11

Heterosexual/Straight - 1,142

Not Stated - 2,196

Other - 5

Prefer Not To Say - 60

SEXUAL ORIENTATION
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QUARTER 2 2016/17 DASHBOARD
RESOURCE MANAGEMENT - AGENCY
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CORPORATE DASHBOARD 
REPORTS 
(SCHOOLS)

2016/17 - QUARTER 2 
(JULY - SEPTEMBER)
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TOTAL HEADCOUNT

30/09/2016
3,279

01/04/2016
3,314

Decrease of  
35 people
(-1.07%)

01/04/2016
2,306

TOTAL FULL TIME EQUIVALENT

Decrease of 
10 FTE

(-0.44%)

30/09/2016
2,296

QUARTER 2 2016/17 DASHBOARD
HEADCOUNT AND FULL TIME EQUIVALENT (FTE) - SCHOOLS

3,279 2,296

HEADCOUNT AND FTE - 12 MONTH TREND
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TOTAL HEADCOUNT

30/09/2016
1,379

01/04/2016
1,409

Decrease of  
30 people
(-2.18%)

01/04/2016
1,281

TOTAL FULL TIME EQUIVALENT

Decrease of  
21 FTE

(-1.67%)

30/09/2016
1,260

QUARTER 2 2016/17 DASHBOARD
HEADCOUNT AND FULL TIME EQUIVALENT (FTE) - SCHOOLS (TEACHING)

1,379 1,260

HEADCOUNT AND FTE - 12 MONTH TREND
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TOTAL HEADCOUNT

30/09/2016
1,900

01/04/2016
1905

Decrease of  
5 people
(-0.26%)

01/04/2016
1,025

TOTAL FULL TIME EQUIVALENT

Increase of  
11 FTE

(+1.06%)

30/09/2016
1,036

QUARTER 2 2016/17 DASHBOARD
HEADCOUNT AND FULL TIME EQUIVALENT (FTE) - SCHOOLS (NON-TEACHING)

1,900 1,036

HEADCOUNT AND FTE - 12 MONTH TREND
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QUARTER 2 2016/17 DASHBOARD
AGE PROFILE - SCHOOLS
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QUARTER 2 2016/17 DASHBOARD
AGE PROFILE - SCHOOLS (TEACHING)
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QUARTER 2 2016/17 DASHBOARD
AGE PROFILE - SCHOOLS (NON-TEACHING)
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DAYS LOST PER FTE AT 30/09/16

30/09/2016
1.17

30/09/2015
1.23

Improvement of 0.06 

QUARTER 2 2016/17 DASHBOARD
ATTENDANCE - SCHOOLS

1.17

TOP 4 REASONS
1. INFECTIONS
2.  MUSCOSKELETAL
3.  STRESS DEPRESSION; ANXIETY
4.  VOMITING; STOMACH, LIVER

FTE DAYS LOST BY DIRECTORATE

1.19
1.02

1.55

0

0.5

1

1.5

2

2.5

Primary Schools Secondary Schools Special Schools

Directorate Days Lost

Target FTE (Days Lost)
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DAYS LOST PER FTE AT 30/09/16

30/09/2016
0.92

30/09/2015
1.36

Improvement of 0.44 

QUARTER 2 2016/17 DASHBOARD
ATTENDANCE - SCHOOLS (TEACHING)

0.92

TOP 4 REASONS
1. STRESS DEPRESSION;ANXIETY
2.  INFECTIONS
3.  STOMACH;LIVER;DIGESTION & 
VOMITING
4.  MUSCULOSKELETAL

FTE DAYS LOST BY DIRECTORATE

1.12
0.86

1.70
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DAYS LOST PER FTE AT 30/09/16

30/09/2016
1.56

30/09/2015
2.10

Improvement of 0.54 

QUARTER 2 2016/17 DASHBOARD
ATTENDANCE - SCHOOLS (NON-TEACHING)

1.56

TOP 4 REASONS
1. MUSCULOSKELETAL
2.  STRESS;DEPRESSION;ANXIETY
3.  INFECTIONS
4.  STOMACH;LIVER;DIGESTION & 
VOMITING

FTE DAYS LOST BY DIRECTORATE
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LEAVERS - Q2 LEAVERS - 2016/17

QUARTER 2 2016/17 DASHBOARD
TURNOVER AND STABILITY - SCHOOLS
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LEAVERS - Q2 LEAVERS - 2016/17

QUARTER 2 2016/17 DASHBOARD
TURNOVER AND STABILITY - SCHOOLS (TEACHING)
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LEAVERS - Q2 LEAVERS - 2016/17

QUARTER 2 2016/17 DASHBOARD
TURNOVER AND STABILITY - SCHOOLS (NON-TEACHING)
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QUARTER 2 2016/17 DASHBOARD
EQUALITY AND DIVERSITY - SCHOOLS

84.46%

15.54%

Female

Male

GENDER BREAKDOWN (%)

MALE
510

(15.54%)

FEMALE
2,769
(84.46%)

GENDER BREAKDOWN

7

1576
1697

BME

White

Not Stated

ETHNICITY
ETHNICITY BREAKDOWN (%)

BME - 7

WHITE - 1,69

NOT STATED - 1,576

1
3 1

603

2,637

4
30 Bisexual - 1

Gay Man - 3

Gay Woman/Lesbian - 1

Heterosexual/Straight - 603

Not Stated - 2,637

Other - 4

Prefer Not To Say - 30

SEXUAL ORIENTATION
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QUARTER 2 2016/17 DASHBOARD
EQUALITY AND DIVERSITY - SCHOOLS (TEACHING)

74.62%

25.38%
Female

Male

GENDER BREAKDOWN (%)

MALE
350

(25.38%)

FEMALE
1,029
(74.62%)

GENDER BREAKDOWN
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White

Not Stated

ETHNICITY
ETHNICITY BREAKDOWN (%)

BME - 3

WHITE - 680
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1
10 Gay Man - 3

Heterosexual/Straight - 226
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Other - 1

Prefer Not To Say - 10

SEXUAL ORIENTATION
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QUARTER 2 2016/17 DASHBOARD
EQUALITY AND DIVERSITY - SCHOOLS (NON-TEACHING)

91.84%

8.16%
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MALE
160
(8.42%)

FEMALE
1,740
(91.58%)

GENDER BREAKDOWN

4

896
1,000

BME

White

Not Stated

ETHNICITY
ETHNICITY BREAKDOWN (%)

BME - 4

WHITE - 1,000

NOT STATED - 896

1
1

377

1,498

3
20 Bisexual - 1

Gay Woman/Lesbian - 1

Heterosexual/Straight - 377

Not Stated - 1,498

Other - 3

Prefer Not To Say - 20

SEXUAL ORIENTATION

P
age 67



T
his page is intentionally left blank



 CORPORATE RESOURCES OVERVIEW AND SCRUTINY COMMITTEE

Date of Meeting Thursday 12th January, 2017

Report Subject Revenue Budget Monitoring 2016/17 (Month 8)

Cabinet Member Leader of the Cabinet and Cabinet Member for Finance

Report Author Corporate Finance Manager

Type of Report Operational

EXECUTIVE SUMMARY

The purpose of this report is to provide Members with the Revenue Budget 
Monitoring 2016/17 (Month 8).

RECOMMENDATIONS

1 That the committee considers and comments on the Revenue Budget 
Monitoring 2016/17 (Month 8) report. Any specific matters for attention will 
be noted and reported verbally to the Cabinet when it considers the report.

REPORT DETAILS

1.00 EXPLAINING THE REVENUE MONITORING POSITION 2016/17 
(MONTH 8)

1.01 The Revenue Budget Monitoring 2016/17 (Month 8) report will be 
presented to Cabinet on Tuesday 17 January 2017. A copy of the report is 
attached as Appendix A to this report.
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2.00 RESOURCE IMPLICATIONS 

2.01 As set out in Appendix; Revenue Budget Monitoring 2016/17 (Month 8).

3.00 CONSULTATIONS REQUIRED / CARRIED OUT

3.01 None required.

4.00 RISK MANAGEMENT

4.01 As set out in Appendix A; Revenue Budget Monitoring 2016/17 (Month 8).

5.00 APPENDICES

5.01 Appendix A: Revenue Budget Monitoring 2016/17 (Month 8).

6.00 LIST OF ACCESSIBLE BACKGROUND DOCUMENTS

6.01 None required.

Contact Officer: Sara Dulson. Finance Manager
Telephone: 01352 702287
E-mail: sara.dulson@flintshire.gov.uk

7.00 GLOSSARY OF TERMS

7.01 (1) Revenue: a term used to describe the day to day costs of running 
Council services and income deriving from those services.  It also includes 
charges for the repayment of debt, including interest, and may include 
direct financing of capital expenditure.

(2) Budget: a statement expressing the Council’s policies and service 
levels in financial terms for a particular financial year.  In its broadest 
sense it includes both the revenue budget and capital programme and any 
authorised amendments to them.
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CORPORATE RESOURCES OVERVIEW & SCRUTINY COMMITTEE

Date of Meeting Thursday 12th January, 2017

Report Subject Forward Work Programme

Cabinet Member Not applicable

Report Author Democratic Services Manager

Type of Report Operational

EXECUTIVE SUMMARY

Overview & Scrutiny presents a unique opportunity for Members to determine the 
Forward Work programme of the Committee of which they are Members.  By 
reviewing and prioritising the Forward Work Programme Members are able to 
ensure it is Member-led and includes the right issues.  A copy of the Forward Work 
Programme is attached at Appendix 1 for Members’ consideration which has been 
updated following the last meeting.

The Committee is asked to consider, and amend where necessary, the Forward 
Work Programme for the Corporate Resources Overview & Scrutiny Committee.

RECOMMENDATION

1 That the Committee considers the draft Forward Work Programme and 
approve/amend as necessary.

2 That the Member Engagement Manager, in consultation with the Chair of 
the Committee be authorised to vary the Forward Work Programme 
between meetings, as the need arises. 
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REPORT DETAILS

1.00 EXPLAINING THE FORWARD WORK PROGRAMME

1.01 Items feed into a Committee’s Forward Work Programme from a number 
of sources.  Members can suggest topics for review by Overview & 
Scrutiny Committees, members of the public can suggest topics, items can 
be referred by the Cabinet for consultation purposes, or by County Council 
or Chief Officers.  Other possible items are identified from the Cabinet 
Work Programme and the Improvement Plan.

1.02 In identifying topics for future consideration, it is useful for a ‘test of 
significance’ to be applied.  This can be achieved by asking a range of 
questions as follows:

1. Will the review contribute to the Council’s priorities and/or objectives?
2. Is it an area of major change or risk?
3. Are there issues of concern in performance?
4. Is there new Government guidance of legislation?
5. Is it prompted by the work carried out by Regulators/Internal Audit?

2.00 RESOURCE IMPLICATIONS 

2.01 None as a result of this report.

3.00 CONSULTATIONS REQUIRED / CARRIED OUT

3.01 Publication of this report constitutes consultation.

4.00 RISK MANAGEMENT

4.01 None as a result of this report.

5.00 APPENDICES

5.01 Appendix 1 – Draft Forward Work Programme.

6.00 LIST OF ACCESSIBLE BACKGROUND DOCUMENTS

6.01 None.

Contact Officer: Robert Robins
Democratic Services Manager

Telephone: 01352 702320
E-mail: robert.robins@flintshire.gov.uk
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7.00 GLOSSARY OF TERMS

7.01 Improvement Plan: the document which sets out the annual priorities of 
the Council. It is a requirement of the Local Government (Wales) Measure 
2009 to set Improvement Objectives and publish an Improvement Plan.
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Corporate Resources Overview & Scrutiny Committee Forward Work Programme 2016/17

Page 1 of 2

DATE O&S Focus REPORT FROM 

Friday 20th 
January 2017
10.00 budget 
Meeting

Capital programme – all members to be invited to 
attend this meeting.

Consultation Chief Executive, 
Gary Ferguson,
Liz Thomas

Thursday, 9th 
February 2017
10.00

Revenue Budget monitoring 2016/17 

Corporate Safeguarding

Workforce Q3 Report 

Welsh Language Policy

Forward work Programme

Monitoring

Assurance and comment

Assurance and comment

Assurance and comment

Approval and development

Sara Dulson

Fiona Mocko

Andrew Adams

Fiona Mocko

Robert Robins

Thursday, 
9th March 2017
10.00

Quarter 3 Improvement plan Monitoring 

Revenue Budget monitoring 2016/17 

Forward work Programme

Comment and assurance

Monitoring

Approval and development

Robert Robins

Sara Dulson

Robert Robins
Thursday 
6th April 2017 
10.00 

Thursday
15th June 2017
10.00
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Corporate Resources Overview & Scrutiny Committee Forward Work Programme 2016/17

Page 2 of 2

Thursday
15th July 2017
10.00


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