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Purpose of report

1. To present turnover and retention data for the period 1 April 2008 to 31 March 2009 and to inform Members of the results of exit interviews carried out with employees who left the Authority between over that period.
Strategic Planning Framework

2.
The information contained in this report is consistent with the Authority’s statutory purposes and it’s 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 we aim to conduct an exit interview with each leaver.  The interview includes the completion of a standardised pro forma, which helps us to compile the information given in this report. 
Labour Turnover
4. Labour turnover is inevitable and like most employers we aim to maintain appropriate levels.  Where turnover is high, organisations face 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 limited.  Labour turnover also affords us the opportunity to review our service provision.
5. During the period from 1 April 2008 to 31 March 2009 13 employees left the Authority for reasons as detailed below.













	Reason for Leaving
	No. of Employees.
	% of leavers

	Voluntary Resignation
	6
	46

	Expiry of Fixed Term Contract
	4
	31

	Age (& early) Retirement
	2
	15

	Dismissal
	
	

	Redundancy
	
	

	Ill Health
	1
	8

	TOTAL
	13
	100


6. The results from the above table when compared with data from previous years (below) show that employee turnover decreased in 2008/2009 following a slight increase in 2007/2008.  The Voluntary Resignation Rate has decreased considerably, being the lowest in the last 5 years.
	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

	2008 - 2009
	9.5
	4.3


7.  These figures can be compared to those within the Chartered Institute of Personnel and Development’s report entitled ”Recruitment, retention and turnover 2008”:-  Labour turnover for the local government sector was 15.2%  with a ‘voluntary leavers’ rate of 11.2%.
Employee Retention

8.  The length of service of the 13 people who left the Authority between 1 April 2008 and 31 March 2009 is shown below:

	Length of service
	Number of leavers

	< 1 year
	4

	> 1 year but < 2 years
	

	> 2 years but < 3 years
	1

	> 3 years but < 4 years
	2

	> 4 years but < 5 years
	3

	> 5 years
	3


9.  Of the three leavers who had more than five years service only one resigned voluntarily the other two retired.  The four employees represented in the “less than 1 year” category left as a result of the expiration of short fixed term contracts.  It is worth noting that two of the leavers during this period have been re-employed by the Authority with permanent contracts.
Results of Exit Interviews
10.  During the period 1 April 2008 to 31 March 2009, exit interviews were conducted with 4 of the 13 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, by department, in the attached Appendix.  The information provided distinguishes between employees with less than 5 years service (SS), and those with 5 or more years of service (LS). 
11.  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.
Conclusions

12.  The Authority’s turnover rate is lower than national figures.
13.  From the exit interview feedback received, there doesn’t appear to be any overriding area of concern. 
14.  In accordance with the Authority’s Equality Policy future reports will include data on leavers with regard to race, gender, age and disability.
RECOMMENDATION

15. That members note this information.  
Ann Williams
Senior Administrative Officer
20 April 2009
APPENDIX
RESULTS OF EXIT INTERVIEWS 2008/09
Key:    SS = Shorter serving staff (less than 5 years service)

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

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

	
	
	SS
	LS
	SS
	LS

	F&R
	1
	The people and the organisation.
	
	Sometimes the bureaucracy and attitudes of some managers and senior managers.
	

	PM
	1
	
	Variety of role.
	
	Nothing.

	Plan
	
	
	
	
	

	C&P
	1
	
	Contact with internal and external customers.
	
	Increasing admin chores and evermore restrictive environment.

	Sec
	
	
	
	
	

	EA
	1
	Colleagues and work environment.
	
	Some bureaucracy and slow pace of change.
	


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

	F&R
	1
	April 2008. Commute was becoming unmanageable.

	PM
	
	

	Plan
	
	

	C&P
	
	

	Sec
	
	

	EA
	1
	Didn’t. I am returning to full time education as part of a career change.


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

	F&R
	1
	It is an organisation with a good reputation and a vibrant atmosphere and closer to home.

	PM
	
	

	Plan
	
	

	C&P
	
	

	Sec
	
	

	EA
	
	


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

	F&R
	
	

	PM
	1
	Better communication.

	Plan
	
	

	C&P
	1
	Reintroduction of section meetings. 

	Sec
	
	

	EA
	
	


	Ratings on
	Excellent
	Good
	Adequate
	Poor
	Comments

	Training and development opportunities
	2
	1
	1
	
	Always had encouragement and opportunity.

	Career Progression
	
	
	3
	
	Hard to progress in a small organisation.
In a small organisation career progression is limited

	Pay and Benefits
	
	1
	3
	
	

	Workplace communications
	
	1
	3
	
	

	Working conditions
	1
	3
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