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Purpose of report

1. To present turnover and retention data for the period 1 April 2006 to 31 March 2008 and to inform Members of the results of exit interviews carried out with employees who left the Authority between 1 April 2006 and 31 March 2008.
Strategic Planning Framework

2.
The information contained in this report is consistent with the Authority’s statutory purposes and approved strategic planning framework:

Corporate Plan

“Plan and manage all aspects of the Authority’s business so as to make the most effective use of our resources”
Background

3. 
Before employees leave the Authority it is policy to conduct an exit interview with each leaver.  The interview includes the completion of a standardised response form, which helps officers to compile the information given in this report. 
Labour Turnover

4. 
Labour turnover is inevitable and, like most employers, the Authority aims to achieve favourable levels.  Where turnover is too high, organisations can experience a loss of knowledge and their ability to meet business objectives comes under threat.  In contrast, working environments with very low turnover tend to become stale and business dynamism can be very limited.  The right ‘balance’ in labour turnover also affords employers a relatively painless means of keeping their service provision under review.
5. 
During the two year period from 1 April 2006 to 31 March 2008 28 employees left the Authority for reasons as listed below.
	
	2006/2007
	2007/2008

	Reason for Leaving
	No. of Employees.
	% of leavers
	No. of Employees.
	% of leavers

	Voluntary Resignation
	9
	82
	13
	76

	Expiry of Fixed Term Contract
	2
	18
	3
	18

	Age (& early) Retirement
	0
	0
	1
	6

	Dismissal
	0
	0
	0
	0

	Redundancy
	0
	0
	0
	0

	Ill Health
	0
	0
	0
	0

	TOTAL
	11
	100
	17
	100


6. 
The results from the above table when compared with data from previous years (below) show that employee turnover increased in 2007/2008 following a slight decrease in 2006/2007, but that it still remains slightly lower than in 2004/2005.  The Voluntary Resignation Rate, however, rose in the last year, although the 4 year average rate is only 6.5%.
	Year
	Turnover Rate (%)
	 Voluntary Resignation Rate (%)

	2004 - 2005
	13
	5.8

	2005 - 2006
	7.8
	5.0

	2006 - 2007
	7.6
	6.2

	2007 - 2008
	11.8
	9.0


7. 
The above figures can be compared to those within the Chartered Institute of Personnel and Development’s report, “Recruitment, Retention and Turnover 2007”. Labour turnover within the ‘public services’ sector was 13.7%, with a ‘voluntary leavers’ rate of 7.8%. Note that, within the ‘voluntary leavers figure for 2007/08 includes one officer who resigned just prior to the termination of a short-term contract; excluding that individual from these figures would have given a rate of 8.3%. 

Employee Retention

8.  
The length of service of the 28 employees who left the Authority between 1 April 2006 and 31 March 2008 is shown below:

	Length of service
	Number of leavers

	
	2006/2007
	2007/2008

	< 1 year
	1
	2

	> 1 year but < 2 years
	2
	3

	> 2 years but < 3 years
	3
	0

	> 3 years but < 4 years
	0
	2

	> 4 years but < 5 years
	1
	2

	> 5 years
	4
	8


9.  
The four leavers who had more than five years service in 2006/2007 all resigned voluntarily.  The one employee represented in the 2006/2007 “less than 1 year” category left as a result of the expiration of a short fixed term contract.  One of the leavers during this period has been re-employed by the Authority in a different job.
10.  
Of the 8 leavers who had more than five years service in 2007/2008, 6 resigned voluntarily, one completed their fixed term contract and one retired.  Of the 6 who voluntarily resigned, one took advantage of the Authority’s Career Break Policy.  The two employees represented in the 2007/2008 “less than 1 year” category left as a result of the expiration of a short fixed term contracts.
Results of Exit Interviews
11.  
During the period 1 April 2006 to 31 March 2008, exit interviews were conducted with 16 of the 28 leavers.  Whilst every effort is made to arrange interviews with all leavers, interviews are voluntary and leavers are not required to attend or to answer any questions that they choose not to.  The data and comments gathered from the interviews are presented, departmentally, in the Appendix.  The information provided distinguishes between employees with less than 1 year service, those with service of more than 1 year but less than 5 years, and those with 5 or more years of service. 
12.  
The feedback from exit interviews is passed to the appropriate Departmental Head and to the Chief Executive to ensure that matters are monitored and acted upon where appropriate.  It should be noted that the statements and comments included in the Appendix are leaver’s unqualified views.
13.  
From the exit interview feedback received, there doesn’t appear to be any one overriding area of concern; most of the issues where positive action could be taken can be dealt with at departmental level.

Conclusions

14.  
The Authority’s turnover rate is lower than national figures, with the exception of the 2007/2008 ‘voluntary resignation’ rate within the public services sector.  
15.  
The final table in the Appendix shows that 14 employees rated career progression as a key issue, with opportunities being either ‘adequate’ or ‘poor’.  The Authority has received recognition, through the Investors in People process as well as through staff feedback, for the training and development opportunities it affords its employees. However, it would seem likely that the relatively small size of the Authority and the consequently small volume of career opportunities within the organisation is a limiting factor on retention.
16.  
In accordance with the Authority’s Equality Policy future reports will include data on leavers with regard to race, gender, age and disability.
RECOMMENDATION

17.  
That the report be noted.
Ann Williams
Senior Administrative Officer
21 July 2008
Background Documents: None
APPENDIX
RESULTS OF EXIT INTERVIEWS 2006/08
Key: 
            SS = Shorter serving staff (more than 1 years service but less than 5 years service)

            LS = Longer serving staff (more than 5 years service) 

	No. of leavers
	What did you like most about the job
	What did you dislike?

	
	SS
	LS
	SS
	LS

	4
	Work partner and flexibility.

Flexibility
	Scope for personal development + dedicated team I worked with.

Being part of the family of NP’s + public service + development opportunities + quality of colleagues across the Authority.
	Line management + repetitive work & lack of opportunity to progress.

Monotony of job.
	Being isolated professionally + a bit too diverse’.

Reduction of job/development opportunities.

	5
	The people I worked with + the job itself.

Varied + working with staff.
	Working with people + technical work.

Working for the YDNP + sense of achievement + varied role + colleagues. 
	Disappointed with Authority’s environmental performance.
	Feeling undervalued.

TruTime system + stress of working and living in the Park.



	4
	Variety of work + contact with Members & pubic.

Authority staff.
	Friendly atmosphere + personal approach to service.

The staff in Planning.
	Member undermining Officers.

Travel time to and from work.
	Stress attached to role + lack of admin support.

Horrible searches.

	1
	
	
	Working with an entrenched local population.
	

	1
	The people I worked with.
	
	Having to do the work of other departments.
	

	1
	Meeting people + challenging work.
	
	Lack of continuity because of job share.
	


	No. of leavers
	When did you start looking for employment and why?

	4
	Wasn’t really looking. Saw job advertised and was interested.

Wasn’t actively looking when job arose.

Didn’t seek other employment but was approached by new employer.

	5
	3 years ago. First asked to consider moving to new organisation.

1 year ago. Started looking when 1 year remaining on fixed term contract.

Didn’t.

Didn’t.

December 2005. Career progression + location to suit personal life.

	4
	2 years ago. Because no opportunities for career progression

3 years ago. Looking for progression and management opportunities.

February 2007. Looking for opportunity to reduce travel to and from work.

Didn’t.

	1
	Always looking.

	2
	Didn’t.


	No. of leavers
	What was it that made you accept your new position?

	4
	Everything, variety, busy environment.

Money.

The role and its location.

A new challenge/change of career + Higher degree of responsibility.

	5
	Disappointment with current role within the Authority.

Something I wanted to do/interested in + better career prospects.

Great opportunity and move suits personal life.

	4
	Offers career progression with management & budget responsibilities + great prospects for promotion.

Location + potential for management position + flexibility of working.

Less travel & associated costs.

	1
	Time for a change, brought on by changes in personal circumstances


	No. of leavers
	What improvements would you make to enable your team to work more effectively?

	4
	Better communication from section head to rest of team.

Reduce clutter around desks.

Better communication of team objectives and progress + better planning.

	5
	Authority should consider more seriously staff ideas on environmental issues.

Have vehicles that would take more passengers.

Give strong clear decisions + communicate this to all team + clearly defined roles & targets.

	4
	Look at department structure so that SPO can deal with complex apps & delegate minor matters to assistants.

Consider how important it is for SPO to have the opportunity to develop management skills and use them within the existing role.

	1
	Make other departments more aware of what duties each role has.

	1
	Have an additional member of staff in Retail through the summer.


	Ratings on
	Excellent
	Good
	Adequate
	Poor
	Comments

	Training and development opportunities
	7
	8
	1
	
	Appreciation for development opportunities offered.

	Career Progression
	
	2
	7
	7
	Lack of positions to more up into so not enough opportunities to develop within existing role.
Authority outwardly promotes its IiP status but doesn’t stand by its principles.

	Pay and Benefits
	1
	11
	4
	
	Disappointed to see Essential User Allowance removed.
Compares favourably with other Authorities.
Job evaluation slanted towards management rather than specialisms.
Non-pay benefits should be reviewed.

	Workplace communications
	3
	12
	1
	
	SharePoint really useful.
Need to improve on handover to new starters.

	Working conditions
	9
	7
	
	
	Appreciation for work/life balance opportunities.
Appreciation for support of medical condition and flexible working.

Authority need to recognise stresses on Senior Planning Officers
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