PCNPA WORKFORCE PLAN 2010
What is a workforce plan?

The aim of workforce planning is for an organisation to have the right people with the right skills in the right place at the right time.

This means we will need to attract, retain, develop, manage and motivate skilled people and we’ll need to have a strategy and planning process aimed at achieving this.
This workforce plan sits within the context of the Authority’s People Strategy, and it aims to provide a more detailed picture of our workforce (our ‘human resources’) and our position as employer. 
Contents: 

1. What do we look like now as an organisation?

The picture of us as a workforce and as an employer draws information from:

workforce data:  our current workforce analysed by age, gender, length of service, diversity, distribution of grades.   See appendix 1 for graphs
recruitment profile: who applies for our jobs and who do we appoint? By age, sex, ethnic origin and disability. Do we struggle to fill any posts? Are there skills shortages amongst the candidate pool?

how well are we managing our people? Absence/attendance, turnover and retention, levels of formal dispute resolution action, numbers of performance issues dealt with, comments from exit questionnaires, IiP report, staff survey, WAO reports.

2. What do we plan to do?

Workforce development plan

Also see People Strategy
3. Appendices

1. Workforce data graphs
1 What do we look like now?

Workforce data

Distribution of the sexes:

In June 2010 the workforce was approximately 50:50 male: female (it was actually 53% male, 47% female), which remains the same as 2005.
However, 35% of male employees are in Senior or Principal Officer and above grades, compared with 20% of females (this compares to 40% male, 22% female in 2005). Or put another way, 66% of those employed in PO and above are male,  64% of those employed in Scales 1-2 are female.  These figures are largely the same as reported in 2005 and 2007.

It is worth noting that of the five senior posts that were appointed to in 2009-10,  3 women were appointed (where only 2 previous post-holders had been women).  The Director of Conservation and Planning post is not included in the 2010 data however.
This profile is common in organisations, especially one like ours where turnover is low; it has the technical title of ‘horizontal segregation of the sexes’. 

Our recruitment data that follows also suggests a significant vertical or occupational segregation of the sexes in terms of job applicants ie certain jobs attract mostly male or female applicants. This will be caused by both our own image but also societal norms and expectations, and any segregation within education/qualifications.  
We can predict that the distribution of men and women through the workforce will also be occupationally differentiated, with women predominating in admin jobs and men in manual and technical jobs.   
Age profile

In June 2010, 11% of our workforce were 30 or under, (10% in 2005).  If we look at this figure later in the summer, the number of young workers would increase because of the profile of seasonal workers. 
There has been an increase in the proportion of our workforce aged 51 and over, from 29% in 2005 to 39% in 2010.  This is a combination of existing staff getting older (!) and recruitment of older workers generally and in seasonal work.  Depending on the expectations, circumstances and length of service of these staff, many could retire within the next 10 years and are likely to retire within the next 15 years. 
Length of service

19% of workforce has less than 2 years service, mostly attributable to seasonal workers, this compares to 30% in 2005 which was in a period when we had higher recruitment level. 
We also have some long-serving employees, with valuable experience, and whilst we might expect senior staff to be reasonably long serving this could be a problem in terms of blocking promotion opportunities for other staff or not allowing in ‘new blood’.
Diversity 

8 employees have indicated a disability under the DDA definition (4%). 
Staff have all identified themselves as white.  
Just over 2% of the population of Wales is from minority ethnic background, with 75% of the population of Wales being people born in Wales.
See above for age profile.

Recruitment data  
We advertised 25 vacancies in 2009 (similar level to previous years) with an average 26 applicants per post. We receive high levels of applicants for some posts (eg  74 for CE, 41 for Director, 47 for Admin Assistant) with predictably fewer applicants for some professional posts such Head of DM. We successfully recruited to each post at first attempt.
Issues: 
   No issues identified
a. gender

The number of male/female applicants in 2009 was 56:44 – this ratio tends to relate to the nature of the posts advertised because of traditional occupational groupings.

Issues: mirrors the workforce
b. age

NB we only have this data for 60 – 70 % of applicants: age/date of birth is requested on a monitoring form separate from the application and not all candidates complete it (especially those that get their information from the website).
From the data, around 14% of applicants in 2009 were under 30,  this is a lower proportion than previous years and is likely to relate to the fact that several senior posts were advertised in 2009.  The proportion of our workforce that is under 30 remains stable at around 10 - 11% .
14% of applicants were over 50, this is lower than in 2004 (24%) and is significantly lower than the proportion of staff over 50 already in the workforce (39% in 2010).
c. diversity 

 Of 317 applicants in 2009 for whom we have this data, all but 1 were of white ethnic background. 
1.4% of applicants declared themselves disabled (we don’t have the data for all applicants) compared to 4% of workforce declaring a disability..

Managing our workforce

a) absence

The Authority achieved a reduction in its sickness absence rate from a high of 6.3% in 2003-4 to 3.3% in 2008-9.  This has recently started to rise again,  to 3.8% (8.7 days) in 2009-10 and will need monitoring and further investigation if trend continues. We will also do further work on reasons for absence data, this generally shows that most prevalent reasons for absence are related to infections (coughs, colds etc) and stomach conditions, accounting for 37 % of total days absence in 2009-10, but that absences due to stress/mental health and musculo-skeletal issues, although less frequent, accounted for 41% of total days.  This pattern is also reported in the LG data. 

We need to ensure that our management practices focus on both frequent, short absences, and infrequent but lengthy absences.
The Employers Organisation for LG reports a rate of 9.2 days for 2008-9, the CBI reports 6.4 days absence per worker in 2009, the lowest recorded since 1987 (the public sector rate as ever is higher than the private sector at 8.3 days compared to 5.8 days).
A benchmarking exercise across the National Parks is underway.

b) turnover

The Authority reported a 3.8 % turnover which is low.
Whilst low turnover reduces ‘churn’ and provides consistency and stability, it also reduces the opportunities that a vacant post presents for service review and the bringing in of ‘new blood’.
c) The level of formal disciplinary action remains low (2 in 2009-10) and there have been no formal grievances. Some health/absence issues have been complex.
d) Accident and incident data is reported in the H and S Annual report.
e) Flexible working We know from staff surveys etc that staff value flexible working practices.  37% of our workforce is part-time ( 58% of women working here work part-time); some of this will be because we can only offer part-time work, but it often also results from addressing requests from staff to vary their hours.  
f)  Employee satisfaction The Authority retained its IiP recognition in 2009 with a positive report.  

The 2008 staff survey gave a generally positive picture in terms of employee satisfaction and engagement.
What do we plan to do?
Summary of planned improvement action 2010 -12
This focuses on establishing the risks presented by the workforce plan data and identifying actions that aim to mitigate the risks. It doesn’t set numerical targets – these can be misinterpreted and are hard to achieve in an organisation with low turnover.

	Issue
	action
	priority

	Possible failure to maximise advantages of gender balance (the distribution of the sexes by grade and by occupation is not representative of the workforce).
	· Maintain flexible ways of working and supportive culture

· Develop a succession plan

· Continue existing level of positive PR via careers events, work experience, trainees,
· Consider exchanges, mentoring

· Promote internally programmes for ‘aspiring to leadership’ eg PSMW
· Review use of ‘internal labour market’


	High
High

Medium
Medium

Medium

high

	Risks of aging workforce: loss of experience,  damage to employer brand, 
	· Review our employer brand to ensure it is attractive to younger workers

· Maintain links with local colleges, job creation schemes,  eg seasonal wardens

· Develop a succession plan

· Continue to support flexible working, flexible retirement, healthy and safe working
· Review use of internal labour market
	Medium

high

high
high

high

	Long-serving workforce and low turnover present risks of:
Lack of exposure to new ideas,

blocked promotion opportunities

limited ability to build resilience from exposure to change etc 
	· Develop ‘critical friend’ partnerships
· Develop a succession plan

· Ensure internal ways of working generate challenge and encourage ambition and maximise contribution

· Review use of internal labour market


	Medium
High

high
high

	Non-diverse employer brand could impact on future recruitment,  could constrain our outreach work
	· Review our employer brand
· Continue to monitor recruitment advertising 
	Medium
medium

	Recruitment issues:
Attracting Welsh-speaking applicants

	   ???/
	

	the risk of loss of service-continuity where we have single specialist posts, danger that we are not flexible enough to match skills to new demands 

	· Each service should have a staffing contingency plan
· Make use of partners and outsourcing for future specialist needs

	High

medium



	Risk of sickness absence adding to staffing costs and reducing performance


	· Keep watching brief on trends

· Continue to coach managers
	High

medium



	
	
	


Appendix: workforce data 2010 and 2007
gender/grade
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Gender as % of number in grade
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% male/female in workforce by grade
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Full/part time by gender
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Gender/age
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Gender as % in age range
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Distribution of male/ female by age
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Gender/length of service
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