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Partnership and Performance Committee

(1) To determine policies for the resources, risk and governance and strategic
support

(2) To set standards for service delivery in the above mentioned areas
(3) To secure best value in the provision of these services

(4) To consider reports and plans from Community Planning Partners and other
partnership arrangements and, where appropriate, to monitor the achievement
of agreed outcomes, standards and targets

(5) To monitor performance in the delivery of services including consideration of:

¢ quarterly service performance reports
e inspection or other similar reports
o financial performance

(6) To keep under review the impact of the Committee’s policies on
Clackmannanshire

Members of the public are welcome to attend our Council and Committee
meetings to see how decisions are made.

Details of all of our Council and Committee dates and agenda items are
published on our website at www.clacks.gov.uk

If you require further information about Council or Committee meetings, please
contact Committee Services by e-mail at committees@clacks.gov.uk or by
telephone on 01259 452006 or 452004.



7 January 2020

A MEETING of the PARTNERSHIP AND PERFORMANCE COMMITTEE will
be held within the Council Chamber, Kilncraigs, Greenside Street, Alloa,
FK10 1EB, on THURSDAY 16 JANUARY 2020 at 9.30 am.

STUART CRICKMAR
Strategic Director (Partnership & Performance)

BUSINESS

1. Apologies --

2. Declaration of Interests --
Members should declare any financial or non-financial interests they have in any
item on this agenda, identifying the relevant agenda item and the nature of their
interest in accordance with the Councillors’ Code of Conduct. A Declaration of
Interest form should be completed and passed to the Committee Officer.

3. Confirm Minute of Meeting of the Partnership and Performance 05
Committee held on 31 October 2019 (Copy herewith)

4. Health and Social Care Partnership— report by Locality Manager, 09
Health and Social Care Partnership (Copy herewith)

5. Financial Performance 2019/20 — October Outturn — report by 33
the Chief Finance Officer (Copy herewith)

6. Partnership and Performance Half Year Business Plan Report 45
— report by Strategic Director, Partnership and Performance
(Copy herewith)

7. HR Policies — report by Human Resources (Copy herewith) 59

Contact Partnership and Performance, Clackmannanshire Council, Kilncraigs, Greenside Street, Alloa FK10 1EB
(Tel 01259 452004/452006) (email committees@clacks.gov.uk) (www.clacksweb.org.uk)
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Partnership and Performance Committee - Committee Members

(Membership 8 - Quorum 4)

Councillors Wards

Councillor  Helen Lewis (Convenor) 2 Clackmannanshire North
Councillor Les Sharp (Vice Convenor) 1 Clackmannanshire West
Councillor  Donald Balsillie 2 Clackmannanshire North
Councillor  Martha Benny 2 Clackmannanshire North
Councillor  Dave Clark 2 Clackmannanshire North
Councillor  Kenneth Earle 4 Clackmannanshire South
Councillor  Ellen Forson 4 Clackmannanshire South
Councillor  Mike Watson 3 Clackmannanshire Central

SNP

SNP

SNP

CONS

LAB

LAB

SNP

CONS
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MINUTES OF MEETING of the PARTNERSHIP AND PERFORMANCE COMMITTEE held
within the Council Chamber, Kilncraigs, Greenside Street, ALLOA, FK10 1EB, on
THURSDAY 31 OCTOBER 2019 at 9.30 am.

PRESENT

Councillor Helen Lewis (Convenor)
Councillor Les Sharp (Vice Convenor)
Councillor Donald Balsillie

Councillor Martha Benny (S)
Councillor Dave Clark

Councillor Kenneth Earle

Councillor Jane McTaggart (S)

IN ATTENDANCE

Stuart Crickmar, Strategic Director (Partnership and Performance)

Chief Superintendent Thom McLoughlin, Police Scotland

Chief Inspector Drew Sinclair, Police Scotland

Inspector Andrew Thomson, Roads Policing Unit, Police Scotland

Steve Harkins, Group Commander Clackmannanshire/Stirling LSO, Scottish Fire and Rescue
Service

Mark Bryce, Local Senior Officer, Clackmannanshire/Stirling LSO, Scottish Fire and Rescue
Service

Lindsay Thomson, Senior Manager, Legal and Democracy (Clerk to the Committee)

Cherie Jarvie, Senior Manager, Partnership and Transformation

Chris Alliston, Senior Manager, Human Resources and Workforce Development

Elizabeth Hutcheon, Management Accountancy Team Leader

Paula Shiels, Locality Manager, Health and Social Care Partnership

Alastair Hair, Organisational Development Adviser

Melanie Moore, Committee Services

PPC(19)32 APOLOGIES

Apologies were received from Councillor Mike Watson, Councillor Bill Mason and Councillor

Ellen Forson. Councillor Benny acted as substitute for Councillor Mason and Councillor

McTaggart acted as substitute for Councillor Forson.

PPC(19)33 DECLARATIONS OF INTEREST

None.

PPC(19)34 MINUTE OF PARTNERSHIP AND PERFORMANCE COMMITTEE HELD
ON 29 AUGUST 2019

The minutes of the meeting of the Partnership and Performance Committee held on Thursday
29 August 2019 were submitted for approval.

Decision

The minutes of the meeting of the Partnership and Performance Committee held on Thursday
29 August 2019 were agreed as a correct record and signed by the Convenor.



PPC(19)35 POLICE PERFORMANCE REPORT FOR CLACKMANNANSHIRE 1 APRIL
2018 TO 31 MARCH 2019

A report, submitted by the Local Police Commander, provided Committee with an annual
report on the performance of Police Scotland in the Clackmannanshire local authority area for
the period of 1 April 2018 to 31 March 2019.

Motion

That the Committee agrees the recommendation as set out in the report.

Moved by Councillor Helen Lewis. Seconded by Councillor Les Sharp.

Decision

Having challenged and commented on the report, the Committee agreed to note the report.

PPC(19)36 FIRE PERFORMANCE REPORT - 2018/19

A report, submitted by the Local Senior Officer Clackmannanshire and Stirling, provided the

Committee with an annual report on performance of the Scottish Fire and Rescue Service in

Clackmannanshire covering the period 1 April 2018 to 31 March 2019.

Motion

That the Committee agrees the recommendation as set out in the report.

Moved by Councillor Les Sharp. Seconded by Councillor Donald Balsillie.

Decision

Having challenged and commented on the report, the Committee agreed to note the report.

PPC(19)37 CLACKMANNANSHIRE AND STIRLING HEALTH AND SOCIAL CARE
PARTNERSHIP ANNUAL PERFORMANCE REPORT 2018-19

The report, submitted by the Chief Officer, contained the statutory Annual Performance
Report.

Motion

That the Committee agrees the recommendation as set out in the report.

Moved by Councillor Les Sharp. Seconded by Councillor Dave Clark.

Decision

The Committee agreed to note the report and that this was published on the Partnership
website as required.

PPC(19)38 FINANCIAL PERFORMANCE 2019/20 — AUGUST OUTTURN

The report, submitted by the Chief Finance Officer, provided an update on the financial

performance for the Partnership and Performance Division of the Council in respect of
revenue spend for the current financial year 2019/20. The update was based on forecast



information at June 2019. Capital expenditure will be reported to the Audit Committee on 5
December 2019 as part of the overall Council’s financial performance report.

Motion

That the Committee agrees the recommendations as set out in the report.
Moved by Councillor Les Sharp. Seconded by Councillor Donald Balsillie.
Decision

Having challenged and commented on the report, the Committee agreed to note:

1. the forecast General Fund revenue underspend relating to the Partnership and
Performance Division for the year of £(0.119)m;

2. The forecast centrally held Corporate Services revenues overspend for the year
£0.379m; and

3. Delivery of planned savings in the year forecasted to achieve 80.4%.

PPC(19)39  HR POLICIES

The report, submitted by the Strategic Director (Partnership and Performance), sought
approval of the Carers Policy and the Menopause Policy.

Motion

That the Committee agrees the recommendations as set out in the report.
Moved by Councillor Helen Lewis. Seconded by Councillor Donald Balsillie.
Decision

The Committee agreed the Human Resources policies (Carers Policy and the Menopause
Policy) subject to Council approval.

Action
Strategic Director (Partnership and Performance)
PPC(19)39 WORKFORCE DEVELOPMENT DELIVERY PLAN - UPDATE

The report, submitted by the Strategic Director (People), updated the Committee on the
Workforce Development Delivery Plan.

Motion

That the Committee agrees the recommendation as set out in the report.

Moved by Councillor Jane McTaggart. Seconded by Donald Balsillie.

Decision

The Committee agreed to note the update on the progress with the Workforce Development

Delivery Plan.

Ends 11:25 hours






THIS PAPER RELATES TO
ITEM 4

CLACKMANNANSHIRE COUNCIL ON THE AGENDA

Report to Performance and Partnership Committee

Date of Meeting: 16 January 2020

Subject: Health and Social Care Partnership

Report by: Locality Manager

1.0

1.1

2.0

2.1.

2.2.

3.0

3.1.

Purpose

Historically this report has provided members with a summary of the work
being undertaken within the Health and Social Care Partnership. At a previous
Performance and Partnership Committee meeting it was requested that a
future report be compiled which highlights work being carried out across the
locality of Clackmannanshire. This report provides a brief up-date on the
overall performance of the Partnership alongside some more detailed
information on specific areas of note.

Recommendations

Note this paper and the continuing work being undertaken across
Clackmannanshire

Note the performance of the Partnership

Transforming Care and Strategic Planning

As detailed in a previous report, the Strategic Commissioning Plan 2019-22
was approved at the Integration Joint Board on 27 March 2019, and outlines
the strategic priorities of the Health and Social Care Partnership for the next 3
years. These priorities are set out graphically below, aligned to the vision that
people are enabled to live well within supportive communities:

Activities and to deliver change

Care Closer to Home Intermediate Care Strategy

Primary Care Transformation Primary Care Improvement Plan

.10 enable people in

the

Clackmannanshire

andStiring Health &  Caring, Connected Communities
Social Care

Partnership area to

Carers (Scotiand) Act 2016
z

P ( ) Act 2015
Free Personal Care for under 65's
'A Connected Scotland: our strategy for
tackling isolation and loneliness and building
stronger social connections*

live full and positive Public Health Priorities for Scotland
lives within
supportive
communities

Housing / Adaptations
Infrastructure

Mental Health Mental Health Strategy

Technology Enabled Care
Workforce Planning and Development

Supporting people living with
Dementia

Dementia Strategy

Alcoholand drugs Forth Valley ADP Strategy




3.2.

4.0

4.1.

4.2.

4.3.

4.4.

4.5.

5.0

5.1.

5.2.

Within this report we have detailed work being undertaken across two specific
areas (Adult Support & Protection & Residential Care) to ensure delivery and
long term sustainability of the Strategic Commissioning Plan.

Adult Support & Protection

The Adult Support & Protection Act 2007 gives greater protection to adults at
risk of harm or neglect. The Act defines adults at risk as those aged 16 years
and over who:
e are unable to safeguard their own wellbeing, property, rights or other
interests
e and are at risk of harm
e and because they are affected by disability, mental disorder, illness or
physical or mental infirmity, are more vulnerable to being harmed than
adults who are not so affected

It places a duty on local councils to inquire and investigate cases where harm
is known or suspected. They have powers to visit and interview people,
arrange medical examinations, examine records, and issue protection orders.
They must also consider if there is any need for advocacy and other services,
such as help with medication, or support services.

Harm may include:
Physical
Psychological
Financial
Sexual
Neglect

The Health & Social Care Partnership Adult Care Team based within
Clackmannanshire Council have responsibility for ensuring all cases are
managed appropriately. Working alongside colleagues from across the NHS,
Local Authority, Police, Scottish Ambulance Service and voluntary sector they
comply with all aspects of legislation.

The information contained within Appendix 1 provides a detailed account of
the increase in Adult Protection referrals being managed by staff over the past
10 years. It is important to highlight that not all referrals proceed to full
investigation however all cases must be assessed timeously and appropriate
and proportionate interventions put in place.

Ludgate House

On November 8" 2019, the Care Inspectorate carried out an unannounced
inspection of Ludgate House.

Ludgate House Resource Centre is a local authority service which has been
registered to provide respite/short stay breaks and a short term assessment
service to older people living in the Clackmannanshire area. The service
currently provides 24 hour care for up to a maximum of 11 older people at any
time. The accommodation had been modernised to a high standard and offers
a bright, homely and comfortable environment.

10



5.3. The respite service enables the users to stay for short periods at a time. The
short term assessment service ensures people are not left in hospital whilst
awaiting permanent care provision. The aim of the service is 'To offer high
quality, purpose designed respite breaks for older people living in the
Clackmannanshire area'.

5.4. During this assessment the Inspection team evaluated the following areas
e How well do we support people’s wellbeing?
e How well is our care & support planned?

5.5. The Care Inspectorate use a six point scale to evaluate quality with 1 being
unsatisfactory and 6 being excellent. On both of the areas above Ludgate
House was evaluated at Level 5 — Very Good. The table below provides some
of the qualitative feedback from the inspection report.

Area Evaluated Feedback

The service provided a lovely level of
encouragement and support for people to

_ maintain their level of independence and
How well do we support wellbeing? abilities. Staff were respectful and warm
when supporting people. It was obvious
that staff were committed and motivated in
providing a quality level of care and support
to people using the service. The staff had a
very calm and caring manner.

Staff had developed warm and trusting
How well is care & support planned? | working relationships with people being
supported. People were well supported to
maintain and strengthen their abilities and
independence. The service was very good
at considering people's views, needs and
wishes. People felt listened to, and that
wherever possible, the service arranged
their support according to their choice and
wishes.

5.6. The Care Inspectorate regularly undertakes announced and unannounced
inspections of all care services across Scotland. It is of note that in a recent
performance report produced by the Inspectorate the following was
highlighted:

e 97% of services for Adults across Clackmannanshire had all grades
good or better, significantly higher than 82% in Scotland.

e No services in the Clackmannanshire area had poor or unsatisfactory
grades up to 30 September 2019.
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6.0

6.1.

6.2.

6.3.

6.4.

7.0

7.1

7.0

(1)

(2)

8.0

8.1

Performance

Integration Joint Boards are responsible for effective monitoring and reporting
on the delivery of services, relevant targets and measures aligned to the
locality Strategic Plan.

The Scottish Government developed National Health and Wellbeing
Outcomes to help Partnerships better understand how well services are
meeting the individual outcomes of people as well as the wider community.

The information contained within Appendix 2 provides an overview of local
data for a rolling 12 month average as at September 2019. Appendix 3
however provides a more detailed overview from April 2019 — October 2019.

Both of these reports remain in development and discussions are ongoing
with service leads to input, extract and collate data that is meaningful and
supports ongoing service improvement.

Exempt Reports

Is this report exempt?  Yes [ (please detail the reasons for exemption below) No X

Declarations

The recommendations contained within this report support or implement our
Corporate Priorities and Council Policies.

Our Priorities (Please double click on the check box M)

The area has a positive image and attracts people and businesses

Our communities are more cohesive and inclusive

People are better skilled, trained and ready for learning and employment
Our communities are safer

Vulnerable people and families are supported

Substance misuse and its effects are reduced

Health is improving and health inequalities are reducing

The environment is protected and enhanced for all

The Council is effective, efficient and recognised for excellence

OOXXXOX[O0O0

Council Policies (Please detail)
Not applicable
Equalities Impact

Have you undertaken the required equalities impact assessment to ensure
that no groups are adversely affected by the recommendations?

Yes O No X
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9.0

Legality

9.1 It has been confirmed that in adopting the recommendations contained in this
report, the Council is acting within its legal powers. Yes X
10.0 Appendices
10.1 There are three appendices supporting the content of this paper.
e Appendix 1 — Adult Support & Protection Referral Data
e Appendix 2 — Performance Report Summary
e Appendix 3 — HSCP Balanced Scorecard Clackmannanshire
11.0 Background Papers
11.1 Have you used other documents to compile your report? (All documents must be
kept available by the author for public inspection for four years from the date of meeting at
which the report is considered)
Yes [ (please list the documents below) NoO X
Author(s)
NAME DESIGNATION TEL NO / EXTENSION
Paula Shiels Locality Manager 01259 452514
Carol Johnson Senior Analyst 01259 452368
Approved by
NAME DESIGNATION SIGNATURE
Annemargaret Black Chief Officer -
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ASP Referrals for Adults 16-64 years
1 November 2009 - 31 October 2019

Appendix 1
Clackmannanshire Locality Performance & Partnership Committee Report January 2020
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Appendix 2 — Section 1 Performance Summary Report

The Partnership focus is across the national outcomes as well as current local outcomes, with work on-going to support a balanced approach to
measurement and reporting. It should be noted that work is required in terms of developing a balanced scorecard to provide a broader range of
measures and build upon qualitative and quantitative data which will enable and support quality improvement and assurance.

Direction 0: ;;?)\iféée;zt;; (t)?] previously The tables below highlight local data for a rolling 12 month average as at September 2019 against the average as
at September 2018, and Delayed Discharges as at September 2019 census. National data is reported at March

A Improvement in period 2019 (delays are around validation and completeness of NHS FV data for SMR01s"). Performance data pertain
< Seaiien el to ad'ults aged 18 and over. Nationgl data includes use of all rglevant NHS services across Scotland, local data
only includes those residents attending Forth Valley NHS services.
v Deterioration in period
—_— No comparative data

At a glance summary:

INDICATOR TYPE Data Only TOTAL
2 2 0 0 0 4
Live Independently Outcome Indicators 4 2 1 0 0 7
Improvement Outcome Indicators 4 1 1 1 0 7
Safe Outcome Indicators 0 0 0 0 2 2
Resources Outcome Indicators 2 3 1 0 1 7
National Core Indicators 2 1 0 0 0 3
National MSG Indicators 7 4 0 0 0 11

' 100% completeness on SMRO1 up to Mar 19 (99%), Apr 19 (43%), May 19 (1%), Jun (0%), Jul (0%), Aug (0%) as at October 29" 2019.

Page 1 of 4
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TABLE 1 Outcome 1 - People are able to look after and improve their own health and wellbeing and live in good health for longer.

Direction of | Exception
Ref Local Measure Sept 2018 Sept 2019 travel Report Note
24 Emergency department attendances per 100,000 Forth Valley population 1779 2115 v
o5 Emerge_ncy department attendances per 100,000 Clackmannanshire & Stirling 1233 1461 v
population
26 Number of patients with an Anticipatory Care Plan in Forth Valley 15752 16568 A
27 Number of patients with an Anticipatory Care Plan in Clackmannanshire & Stirling 8174 8258 A

Source: NHS Forth Valley

TABLE 2 Outcome 2 - People, including those with disabilities or long term conditions, or who are frail, are able to live, as far as reasonably

practicable, independently and at home or in a homely setting in their community.

Ref Local Measure Sept 2018 Sept 2019 Direction of | Exception Note
travel Report
28 Emergency admission rate per 100,000 Forth Valley population 979 875 A
29 Emergency admission rate per 100,000 Clackmannanshire & Stirling population 797 758 A
30 Key Information Summary as a percentage of the Board List size for Forth Valley 4.9% 5.1% A Target 1.5%
Target 1.5%
Figures reduced due to annual
31 Kgy'lnformatlon Summary as a percentage of the Board List size for Clackmannanshire & 5.6% 5.7% A ISD cull of records_ t_o remove
Stirling those no longer eligible through
change in demographics or
patient being deceased.
32 Standard delayed discharges census data 17 19 A 4
33 Delayed discharges over 2 weeks census data 4 10 v
34 Number of Care Home residents aged 65+ 678 673 4 ) Budget
Source: NHS Forth Valley, Social Care
Page 2 of 4
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o use those services.

TABLE 3 Outcome 4 - Health and social care services are centred on helping to maintain

r improve the quality of life of people wi

Sept Sept Direction of Exception
Ref Local Measure 2018 | 2019 travel Report Note
. 714 A Data relating to occupied bed days pertaining to unscheduled
35 Acute emergency bed days per 1,000 Forth Valley population 782 ort 2019 care are based upon SMRO1 data. Presently data are
. - . 647 A available up to April 2019, however are not complete and
36 Acute emergency bed days per 1,000 Clackmannanshire & Stirling population 702 ront 2015 should be handled with caution.
37 Bed days occupied by delayed discharges 205 334 v
38 Number of code 9 delays 10 8 A
39 Number of code 100 delays 5 5 <)
40 Discharge Delays — including code 9 and Guardianship 27 24 A
41 | Registered social Care Services graded 5 or above N/IA N/A — Jun 19 - 1 inspection Bellfield - no grade 5s

Source: NHS Forth Valley, Care Inspectorate

TABLE 4 Outcome 7 - People who use health and social care services are safe from harm

Aug Aug Direction of Exception
Ref Local Measure 2018 2019 travel Report Note
42 Number of Adult Support Protection referrals 64 89 Data Only Capacity/Timescales
43 Number of Adult Support Protection investigations 14 12 Data Only Capacity/Outcomes

Source: Social Care

TABLE 5 Outcome 9 - Resources are used effectively and efficiently in the provi

ion of health and social care services.

Sept Sept Direction of Exception

Ref Local Measure 2018 | 2019 travel Report Note
44 Emergency department 4 hour wait Forth Valley 82.3% 87.4% A
45 Emergency department 4 hour wait Clackmannanshire & Stirling 80.6% 87.3% A

— L ; 0.58 Data in respect of readmissions is complete up to March/ April
46 Readmission rate within 28 days per 1,000 Forth Valley population 0.49 (e 2019 A 4 2019, Recent changes in inpatient recording and processes

— L . - . 0.45 have impacted upon ability to accurately report some aspects
a7 Readmission rate within 28 days per 1,000 Clackmannanshire & Stirling population 0.41 s 2016) v of elective and emergency activity. Measures are in place to
48 Readmission rate within 28 days per 1,000 Clackmannanshire & Stirling 75+ 068 1.03 v address this issue and to validate data going forward.

population ) (March 2019)
49 Number of Social Care referrals 362 453 Data Only Demand
50 Number of Social Care assessments completed 470 470 <4 ) Capacity
Source: NHS Forth Valley, Social Care
Page 3 of 4
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Appendix 3 - HSCP Balanced Scorecard Clackmannanshire

Performance for Clackmannanshire Locality
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HSCP E ons Ol mannanshic Av Clackmannanshire & Stirling
X | | © .
ceptions Llackmannanshire Health & Social Care

1> Partnership

Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 October 2019 Latest Note
Ll Value |Target |Status |Value |Target |Status [Value |Target |Status |Value |Target |Status |Value |Target |Status |Value |Target|Status |Value |Target |Status

ADC Number of Adult Protection dip sample 66.67 | 100% 66.67 | 100% 0% | 100% 100% | 100% 66.67 | 100% Reduced team leader
ADA audits completed within % % % capacity due to annual
0196 [clackmannanshire locality leave.

ADC % of Adult Protection dip sample 0% | 100% 0% | 100% 0% | 100% 100% | 100% 0% | 100%

ADA  laudits completed within
019¢ | clackmannanshire LD/MH

ADC  |% annual reviews completed within 13.64 | 100% 16.13 | 100% 14.12 | 100% 23.53 | 100% 14.08 | 100% 12.68 | 100%
ADA  ltimescale in Adult Care Clacks Social % % % % % %

021 |services

ADC Number of new staff in HSCP Clacks 0 20 0 20 0 20 0 20 0 20 0 20
SAB [locality.

002A

ADC Number of staff leaving service (non- 4 0 5 0 2 0 2 0 1 0 3 0
gézBB FTE) in HSCP Clacks locality.
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1.0 Clackmannanshire National Outcome 1 Self Management A egp, Clackmannanshire & Stirling
Health & Social Care

People are able to look after and improve their own health and wellbeing and live in good health for longer of . .

P P g 9 9 V/ Partnership

PI Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 |2019/20 [2018/19 |2017/18 | _atest Note
Code Value |[Status |Value |Status |Value |Status |[Value |Status |Value |[Status |Value |Status |Value |Status |Target |Value |Value

ADC % of Clackmannanshire people aged 52% 52% 53% 53% 52% 47% 51% 45% 48% 49%

ADA 65 and over with intensive care needs
0la who receive 10 hours or more of home
care per week

ADC Number of clients who went home 1 0 0 0 0 1 0 5 4
ADA  Ifrom intermediate care with a package

002¢  |of care in the quarter.
ADC Number of clients who went home 0 0 0 0 0 0 0 1 2 3 Draft target for
ADA " Ifrom intermediate care with no discussion.
002d  [hackage of care in the quarter.
ADC Number of hours care at start of 113 1115 10.5 99.5 128.75 102 82 Draft target for
X - 126 |1,511.75]2,132.45] - !

ADA reablement in Clackmannanshire discussion.
01lm
ADC % of clients with reduced care hours at| 78% 54% 0% 43% 0% 0% 17% 2% 36% 33% |2 out of 12 clients. Draft
ADA the end of reablement period in target for discussion.
01p Clackmannanshire
ADC Number of clients who have received a 9 12 11 7 7 4 12 128
g'lDA reablement service (i.e. been

S

enabled).
in Clackmannanshire
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2.0 Clackmannanshire National Outcome 2 Live Independently

® Clackmannanshire & Stirling
] -

People, including those with disabilities or long term conditions, or who are frail, are able to live, as far as reasonably -1. _ Health & $0C|a| Care
practical, independently and at home or in a homely setting in their community Partnershlp
PI Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 |2019/20 | 2018/19 | 2017/18 | |_atest Note
Code Value |Status |Value |[Status |Value |Status |Value |[Status |Value |[Status |Value [Status |[Value [Status |Target |Value |Value
ADC Standard delayed patients waiting in 0 3 2 0 1 0 0 0 40 13
ADA  |hospital for more than 2 weeks for
008 discharge to appropriate settings
ADC % of reablement double up (staff) 60.09% 0% 0% 47% 0% 63% 0% 10% Draft target for
ADA  |hours of clients who completed the discussion.
01mb | service
ADC % of clients with increased care hours | 11.11% 0% 36.36% 0% 42.86% 0% 8.33% 0% 12.63% Draft target for
ADA at end of reablement discussion.
0lpb
ADC  |Number of clients entering 1 2 1 1 3 4 2 16 14
ADA  lintermediate care from community
002L [ (home) preventing admission to

hospital.
ADC Total number of intermediate beds 4 4 3 2 5 6 6 52
ADA |occupied by clients in period.
002a
ADC Number of clients who moved from 0 0 0 0 0 2 0 10
ADA lintermediate to long term care in the
002b  lquarter.
ADC  |% (of population) people age 75+ in 4.13% 4.16% 4.04% 4.2% 4.2% 4.35% 4.49% 4.65% | 5.19%
ADA  Icare homes who have been placed by
002k the local authority. Does not include

those on assessment.
ADC Number of clients entering 0 1 1 1 1 2 0 2 1
ADA lintermediate care from hospital.
002M
ADC Number of Clackmannanshire people 6 7 7 4 8 7 2 7 10.5 5.25
ADA  lwaiting for discharge to appropriate
008b  settings for standard and code 9.

Quarter and annual figure are an

average.
ADC Number of hours care post reablement | 142.5 93 24.5 79.75 65.75 61.5 81.25 0 340.75 | 366.05 |completed 30, not
ADA  [(after 6 weeks) in Clackmannanshire completed 51.25. Total
0ln hours 81.25. Draft target
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for discussion.
ADC % of clients receiving no care after 0% 8% 55% 40% 39% 78% 67% 50% 25% 46% | Draft target for
QEA reablement in Clackmannanshire discussion.
q
ADC The % of residential new monthly 50% 28.57% 33.33% 22.22% Not measured for Years
ADA  ladmissions from total care home
031 admissions. Includes those in
assessment as well as long term care.
ADC Number of long stay residents aged 232 229 230 234 236 240 239 238 229 205 |Draft target for
ADA |65+ in care home. Does not include discussion.
03k those on assessment.

25




3.0 Clackmannanshire National Outcome 3 Positive Experience

Clackmannanshire & Stirling
2 §
People who use health and social care services have positive experiences of those services, and have their dignity -.1 Health & S_0C|a| Care
respected ** Partnership
Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 2019/20 |2018/19 |2017/18 | |_atest Note
Code Value |Status |Value |[Status |Value |Status |Value |[Status |Value |[Status |Value [Status |[Value [Status |Target |Value |Value
ADC Adult complaint stage 2 concluded 0 0 1 0 0 0 0 1
CuUs
Ola
ADC Number of stage 2 complaints 0 0 1 0 0 0 0 0 1 1
CUS  |received in period for Adult Social
01b Care that were upheld or partially

upheld
ADC Adult stage 2 complaint complete 0 0 1 0 0 0 0 1
CUS  |within timescale.
02a
ADC % of reported indicators for 44.44% | 75% |No inspections published
CUS | Clackmannanshire Council Adult social for 19/20 so far.
02¢  |servicers registered provision graded 5

or better by Care Inspectorate over

previous 12 months
ADC Adult complaint, stage 2 not complete 0 0 0 0 0 0 0 0 0
CUS  |within timescale.
03a
ADC Stage 2 Adult complaints not complete 0 0 0 0 0 0 0 0 0
CUS  |within period for Clackmannanshire
04a locality of HSCP.
ADC Adult stage 1 complaint received for 0 2 2 0 0 0 1 12
gﬁ)s Clackmannanshire locality of HSCP.
ADC Adult complaint stage 1 concluded for 0 2 2 0 0 0 1 11
((J:SLi)S Clackmannanshire locality of HSCP
ADC Adult stage 1 complaint 0 2 1 0 0 0 1 0 5 Draft target for
CUS  [ypheld/partially upheld for discussion. Upheld
06b Clackmannanshire locality of HSCP. complaint related to

transport bus parked at
residential home.
ADC Adult stage 1 complaint, not upheld for 0 0 0 0 0 0 0 6
87%3 Clackmannanshire locality of HSCP.
6
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ADC Adult complaint stage 1 complete 0 2 2 0 0 0 1 11
CUS  |within timescale for Clackmannanshire
08b locality of HSCP.
ADC Adult complaint stage 1 not complete 0 0 0 0 0 0 0 0 1
CUS  |within timescale for Clackmannanshire
0%b locality of HSCP.
ADC Adult stage 1 complaint not complete 0 0 0 0 0 0 0 0 1
CUS  [for Clackmannanshire locality of
106 IHscp.
ADC Adult complaint, stage 2 received in 0 0 1 0 0 0 0 0 1 Draft target for
cus period for Clackmannanshire locality of discussion.
b [HscP.
ADC Number of stage 2 Adult Social Care 0 0 1 0 0 0 0 1
CUS | complaints concluded during the
12b  [accounting period in
Clackmannanshire
ADC % Clackmannanshire Adult Social 0% 0% 100% 0% 0% 0% 0% 0% 33% Draft target for
%LS Care stage 2 complaints concluded discussion.

during accounting period that were
upheld or partially upheld.
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4.0 Clackmannanshire National Outcome 4 Improvement

® Clackmannanshire & Stirling
o

Health and Social Care services are centred on helping to maintain or improve the quality of life of people who use those = Health & $0C|a| Care
services i Partnership
Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 |2019/20 2018/19 |2017/18 |_atest Note
Code Value |Status |Value |[Status |Value |Status |Value |[Status |Value |[Status |Value [Status |[Value [Status |Target |Value |Value
ADC % of reported indicators for 100% 93% |No inspections published
CUS  [Clackmannanshire Council Adult social for 19/20 so far.
02b servicers registered provision graded
good or better by Care Inspectorate
over previous 12 months
ADC  |Average length of wait at end of 6 5 4 5 5 6 2 6 Draft target to be
ADA  |reablement care in Clackmannanshire discussed.
0020 |for an assessment to be carried out
(weeks).
ADC Number of Clackmannanshire people 4 2 2 1 4 3 0 61 31
ADA | categories as a standard delayed
008a |gischarge waiting for less than 2
weeks for discharge to appropriate
settings
ADC Number of Adult Protection dip sample 66.67% 66.67% 0% 100% 66.67% Reduced team leader
ADA  laudits completed within capacity due to annual
019b | clackmannanshire locality leave.
ADC % of Adult Protection dip sample 0% 0% 0% 100% 0% 100%
ADA  laudits completed within
019¢ | clackmannanshire LD/MH
ADC  |9% annual reviews completed within 13.64% 16.13% 14.12% 23.53% 14.08% 12.68% 100% 67.26%
ADA  |timescale in Adult Care Clacks Social
021 Services
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6.0 Clackmannanshire National Outcome 6 Unpaid Carers

° Clackmannanshire & Stirling
A H
People who provide unpaid care are supported to look after their own health and wellbeing, including to reduce any ..1 ~ Health & Soaal Care
negative impact of their caring role on their own health and wellbeing Partnershlp
Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September October 2019 |2019/2 |2018/19 Latest Note
2019 0
Code
Value Status Value Status Value |Status Value |Status |Value |Status |Value |[Status |Value |Status |Target |Value
ADC Number of Adult Support Plans for carers 49 56 44 60 51 10 40 718
ADA  |offered in Clackmannanshire locality
OB lHscp
ADC Number of Adult Support Plans for carers 7 12 14 11 13 3 12 182
ADA  laccepted in Clackmannanshire locality.
011C
ADC Number of eligible Adult Support plans for 2 1 4 6 5 1 5 48
ADA  |carers completed.
011D
ADC  |% of Adult Support Plans for carers 28.57% 8.33% 28.57% 54.55% 38.46% 33.33% 41.67% 39% | 30.08%
é'lDlA completed in Adult Social Care
ADC The % of nursing new monthly admissions 4 7 12 9 Not measured for
ADA  from total care home admissions. Includes Years
033 those on assessment as well as long stay.

29



7.0 Clackmannanshire National Outcome 7 Safe AV SRR —————
= Health & Social Care

People using health and social care services are safe from harm :
P g Partnership

Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 2019/20 |2018/19 |2017/18 | |_atest Note

Code Value |[Status |Value |Status |Value |Status |[Value |Status |Value |[Status |Value |Status |Value |Status |Target |Value |Value

ADC % of Adult Protection discussions held | 93% 92% 87% 97% 100% 100% 100% 92% 94%

ADA  within 24 hours of referral

019

ADC Number of Emergency Detention 2 4 1 4 3 3 1 26 25

(’;"OHlO Certificates (Mental Health) Section 36

ADC Number of Short Term Detention 3 2 2 3 5 2 2 48 50

(';/'Ogo Certificates (Mental Health) Section 44

ADC Number of Compulsory Treatment 27 27 23 21 23 23 21 22 23

MHO  [Orders (existing)

003

ADC Number of Compulsory Treatment 4 5 5 2 4 1 1 41 45

MHO | Orders (new applications)

004

ADC Total number of Existing 136 136 135 136 136 132 133 135 118

MHO | Guardianships (private and local

007 authority)

ADC Number of Compulsion Orders (new) 0 0 0 0 0 0 0 0 6

MHO

023

ADC Number of Compulsion Orders with 0 0 0 0 0 0 0 2 2

MHO | Restriction Order

024

ADC Total number of new Private & Local 0 1 1 0 0 3 3 27 32

(';/'2*;0 Authority Guardianship Orders

13B.02.c [Number of Adult Support and 14 13 15 34 25 22 143 95

lac_AS | Pprotection referrals to

P1 Clackmannanshire Adult Social Care

1JB.02.c [Number of Adult Support and 3 1 2 3 1 5 30 25

lac_AS |Protection investigations to

P2 Clackmannanshire Adult Social Care
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8.0 Clackmannanshire National Outcome 8 Workforce Clackmannanshire & Stirling

2

A H
People who work in health and social care services feel engaged with the work they do and are supported to ..1 ~ Health & Soaal Care
continuously improve the information, support, care and treatment they provide Partnershlp
Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 2019/20 |2018/19 |2017/18 | |_atest Note
Code Value |Status |Value |[Status |Value |Status |Value |[Status |Value |[Status |Value [Status |[Value [Status |Target |Value |Value
HSC Average FTE Days Sickness Absence 0.9 0.8 1.0 11 0.9 1.0 1.6 17.3 20.0
ABL (Health & Social Care Partnership)
GOV
HSC  |% Sickness Absence (Health & Social | 5.04% 3.81% 5.18% 4.89% 4.29% 4.92% 7.08% 7.00% | 6.39% | 7.63%
AB2 Care Partnership)
GOV
HSC  |Establishment — FTE (Health & Social | 133.6 137.4 141.9 143.6 143.5 144.3 158.0 145.1 | 168.3
FTE Care Partnership)
GOV
ADA Staff turnover (HSCP - Assessment 0% 0% 0% 5.25% 0% 3.95% 9.68%
TRN | Care Management)
GOV
APR Staff turnover (HSCP - Adult Provision)| 0% 0.9% 0.74% 0% 0% 0% 11.83%
TRN
GOV
PML  |Staff turnover (HSCP - Partnership, 0% 7.94% 0% 0% 1.38% 0% 15.19%
TRN I Mental Health & Learning Disability)
GOV
ADC Headcount number of staff in HSCP 218 218 215 214 214 215 219 237
(%?A Clacks locality. Includes relief staff.
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9.0 Clackmannanshire National Outcome 9 Resources A e Clackmannanshire & Stirling
Health & Social Care

Resources are used effectively and efficiently in the provision of health and social care services of . .
y y P V> Partnershi p

Pl Description April 2019 May 2019 June 2019 July 2019 August 2019 September 2019 |October 2019 2019/20 |2018/19 |2017/18 | |_atest Note
Code Value |Status |Value |Status |Value |Status |Value |[Status |Value |[Status |Value [Status |Value [Status |Target |Value |Value
HSC Staff turnover (Health & Social Care 0% 2.8% 0.38% 0.98% 0.4% 1.39% 0% 13.04% | 11.31%
TRN Partnership)
GOV
ADC Number of new staff in HSCP Clacks 0 0 0 0 0 0 20 0 0
SAB locality.
002A
ADC Number of staff leaving service (non- 4 5 2 2 1 3 0 33 36
SAB FTE) in HSCP Clacks locality.
002B
ADC Average length of stay in intermediate 6 4 6 11 7 7 5 8 7 7 Draft target for
ADA |care bed in quarter. Adult SS discussion.
002t Clackmannanshire.
ADC Average length of stay in reablement 13 7 7 10 5 4 6 9
ADA |care in Clackmannanshire for service
002p  |sers who have completed the service

with full care hours.
ADC Average length of wait at end of 3 2 3 1 1 2 2 5.5 Draft target to be
ADA  |reablement care in Clackmannanshire discussed.
002r for a Framework Provider (weeks).
ADC Number of people in 172 173 168 175 175 181 187 194 182
ADA I Clackmannanshire aged 75+ in care
01k home (does not include those in for

assessment).
ADC  |% clients who have completed a 75% 92.31% 100% 63.64% 77.78% 50% 44.44% 5% | 77.87% Draft target for
ADA  |reablement service (i.e. been enabled) discussion.
01sb  fin Clackmannanshire
ADC The % of nursing new monthly 50% 57.14% 66.67% 77.78% Not measured for Years
ADA  |admissions from total care home
082 admissions. Includes those in for

assessment as well as long term care.
ADC Stage 3 complaint to SPSO for 0 0 0 0 0 0 0 0 0
géJS Clackmannanshire locality of HSCP

a
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THIS PAPER RELATES TO
ITEM S

CLACKMANNANSHIRE COUNCIL ON THE AGENDA

Report to: Partnerships & Performance Committee

Date of Meeting: 16 January 2020

Subject: Financial Performance 2019/20 — October Outturn

Report by: Chief Finance Officer

1.0

1.1.

2.0

2.1

3.0

3.1

Purpose

This paper provides an update on the financial performance for the
Partnerships and Performance Division of the Council in respect of revenue
spend for the current financial year 2019/20. This is based on forecast
information as at October 2019. Capital expenditure will be reported to the
Audit Committee on 6 February 2020 as part of the overall Council’s financial
performance report.

Recommendations

The Committee is asked to note the report, commenting and challenging as
appropriate on:

o the forecast General Fund revenue underspend relating to the
Partnership and Performance Division for the year of £(0.047)m;

o the forecast centrally held Corporate Services revenue overspend for the
year of £0.379m;
o the forecast revenue overspend of the Clackmannanshire & Stirling

Health & Social Care Partnership (HSCP) for the year of £1.630m, and

o delivery of planned savings in the year forecasted to achieve 80.1%.

Background

The following portfolios are within the remit of the Partnerships & Performance
Division:
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4.0
4.1

4.2

4.3

4.4

5.0

5.1

5.2

6.0

6.1

6.2

Tablel
FINANCE & REVENUES
LEGAL & GOVERNANCE
HR & WORKFORCE DEVELOPMENT
PARTNERSHIP & TRANSFORMATION

Source: Organisational Redesign: Update June 2019

General Fund Revenue

The Division’s net service expenditure forecast before Corporate Services is an
underspend of £(0.047)m. This is an adverse movement of £0.072m since
August.

Corporate services is forecasting an overspend of £0.379m, of which £0.363m
relates to the Corporate Redesign deferred saving relating to the delay in
implementation of the People Structure. The balance of £0.016m is due to the
corporately held family friendly saving reported as underspends within the
relevant Services.

Appendix 1 provides an overview of the financial outturn position within each
Service Expenditure area.

Appendix 2 sets out the main variances and movement since last reported to
this Committee at its meeting in October.

Stirling & Clackmannanshire Health and Social Care Partnership (HSCP)

The HSCP is forecasting an overspend of £1.630m. This includes £0.672m for
5 ordinarily resident cases that are in dispute.

Overall the forecast overspend has fallen by £0.077m since August. This is as a
result of a reduced forecast on employee costs and grants to voluntary
organisations, offset by an increased forecast spend on commissioned care.

Appendix 3 sets out the main variances and movement since last reported to
Audit Committee on 5 December 2019.

2019/20 Savings Progress

The 2019/20 budget incorporated approved savings of £4.810m. Of this total,
£2.622m is attributable to the Partnership & Performance Division.

Based on analysis to date, savings of £2.101m (80.1%) are forecast to be
achieved with £0.521m being forecast as at risk or unachievable in 2019/20.

34



6.3

6.4

7.0
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9.1

9.2

9.3

9.4

9.5

10.0

10.1

11.0

Appendix 4 provides details of budgeted 2019/20 savings progress and shows
further detail of the savings that have been identified as either Amber or Red.
These mainly relate to the timing of savings realisation, unachieved TVR’s and
deferred savings on redesign. Services, supported by the accountancy team
will work to achieve the approved savings or identify compensatory savings by
the end of the financial year.

Achievement of the savings has reduced by £0.006m relating to;

0014E2 Corp — MFD contract 2, this is due to the delay in full implementation
previously forecast to be in October but now pushed back to January 2020.

Conclusions

The Partnership & Performance Division revenue spend is anticipating an
underspend in Performance of £(0.047)m and an overspend in Corporate of
£0.379m. The net position being an overspend of £0.332m.

Of the associated £2.622m approved savings, £2.101m is forecast to be
achieved by the year end.

Sustainability Implications

None

Resource Implications
Financial Details

The full financial implications of the recommendations are set out in the report.

This includes a reference to full life cycle costs where
appropriate. Yes M
Finance has been consulted and has agreed the financial implications as set
out in the report. Yes M

Staffing

None

Exempt Reports

Is this report exempt? No M

Declarations

The recommendations contained within this report support or implement our
Corporate Priorities and Council Policies.
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(1)

(2)
12.0

12.1

13.0

13.1

14.0

14.1

15.0

15.1

Our Priorities (Please double click on the check box )

Clackmannanshire will be attractive to businesses & people and

ensure fair opportunities for all
Our families; children and young people will have the best possible

start in life
Women and girls will be confident and aspirational, and achieve

their full potential
Our communities will be resilient and empowered so

that they can thrive and flourish

O O O O

Council Policies (Please detail)
Equalities Impact

Have you undertaken the required equalities impact assessment to ensure that

no groups are adversely affected by the recommendations? Yes
] No M

Legality

It has been confirmed that in adopting the recommendations contained in this
report, the Council is acting within its legal powers. Yes M
Appendices

Please list any appendices attached to this report. If there are no appendices,
please state "none".

Appendix 1- Financial Outturn position at October 2019
Appendix 2- Outturn variance and variance movement
Appendix 3- HSCP Outturn variance and variance movement

Appendix 4- 2019/20 Savings progress at October 2019

Background Papers

Have you used other documents to compile your report? (All documents must be
kept available by the author for public inspection for four years from the date of meeting at
which the report is considered)

Yes [ (please list the documents below) NO M
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Partnership & Performance Division

Financial Outturn as at 31st October 2019 Appendix 1

Annual Forecast Variance Previous Variance

Budget to Forecast Variance  Movement

2019/20 March 2020 to Budget to Budget

£'000 £'000 £'000 £'000 £'000

Resource & Governance 6,006 6,131 125 126 (2)
Strategy & Customer Services 1,902 1,923 21 11 10
Executive Team 263 255 (8) (8) 0
Development & Environmental 733 719 (13) (15) 2
Housing & Community Safety 2,075 1,904 (171) (233) 62
Total Division Expenditure 10,979 10,932 (47) (119) 72

Underspend Underspend
Corporate Services

Corporate Services (296) 82 379 379 0
Misc Services - Non Distributed Costs 1,312 1,312 (0) (0) 0
1,016 1,394 379 379 0
less allocated to non general fund (1,305) (1,305) 0 0 0
(289) 89 379 379 0
Add requisitions from joint boards:
Central Scotland Valuation Joint Board 395 395 0 0 0
Add/Deduct:
Interest on Revenue Balance (91) (91) 0 0 0
Loans Fund Contribution 8,773 8,773 0 0 0
Contribution to Bad Debt Provision 200 200 0 0 0
Total Corporate Services 8,988 9,366 379 379 0
Overspend Overspend
Net Position 332 260 72
Overspend Overspend
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Variances and movement at 31st October 2019

Appendix 2

Partnership &
Performance

Annual
Budget
2019/20

Forecast to
March
2020

Variance
Forecast to
Budget at
October

Variance
Forecast to
Budget at
August

Variance
movement
August to
October

Narrative

£'000

£'000

£'000

£'000

£'000

Resource & Governance

6,006

6,131

125

126

Accountancy are underspent by £(0.046)m, £(0.032)m is due to a vacancy,
£(0.008)m in audit fees and £(0.006)m in postages. This is a movement of
£0.006m since last reported. Corporate training is underspent by £(0.050)m due
to timing of training. Elections are underspent by £(0.090)m as no planned local
elections 2019/20.

IT overspend of £0.130m due to unachievable TVR £0.062m, delayed MFD
contract saving £0.010m, software maintenance £0.092m and telephones &
mobile costs £0.057m. These overspends are partly mitigated by underspends in
staffing £(0.071)m and hardware costs of £(0.020)m. HR are overspent by
£0.015m a movement of £0.0012m. These relate to £0.030m increased costs for
apprenticeship levy, £0.008m for payments to contractors for payroll reporting,
£(0.003)m movement and £0.017m in unachieved TVR. These are partially offset
by staffing underspends £(0.043)m, H&S underspends £(0.009)m and £(0.003)m
various small underspends. Legal, Democracy & Audit are underspent by
£(0.011)m, an adverse movement of £0.001m since last reported. The
underspend and the movement relate to vacancy management which offset
underachieved income of £0.010m. Head of Service is reporting an overspend of
£0.187m relating to a legacy unachievable saving on staffing.

Strategy & Customer
Services

1,902

1,923

21

11

10

There is underachieved income within Registrar's of £0.066m and underachieved
income generation from funding officer post £0.050m. These are offset by
vacancies within the service £(0.069)m, reduced expenditure on third party
payments and supplies and services of £(0.010)m each and APSE recharge
income for elected members of £(0.007)m. The movement of £0.010m relates to
the delay in appointing the funding officer, previously hoped to have been in
October but now forecast as January.

Executive Team

263

255

o

Variance due to underspend on subscriptions £(0.008)m shown within HR.

Development &
Environmental

733

719

(13)

(15)

N

Licencing are overspent by £0.001m, £(0.008)m movement, due to increase in
civil licences income.

Trading standards are underspent by £(0.025)m due to a reduction in service
cost with Stirling Council.

Environmental Health are overspent by £0.011m, £0.005m overspend due to
Bandeath costs, £0.006m overspend and £0.010m movement due to staffing
costs covering sickness.

Housing & Community
Safety

2,075

1,904

(171)

(233)

62

Housing Benefit is forecasting an underspend of £(0.079)m, this is an adverse
movement of £0.100m. The movement is as a result of a reforecast of expected
income.

Revenues Service staffing underspend £(0.044)m due to a vacant post. There is
an unachieved saving of £0.013m relating to procurement efficiencies, which is
likely to be achieved in future years. Other income is forecast to achieve
£(0.060)m more than budget, £(0.045)m movement on previous forecast as
more paid costs are forecast along with additional government funding. Scottish
welfare fund is now forecasting to overspend by £0.017m an increase of
£0.009m. There are small various underspends of £(0.018)m.

Corporate Services

8,988

9,366

379

379

o

Overspend of £0.379m, £0.363m is due to deferred corporate saving for
organisational redesign within People Services, underachievment of the family
friendly saving due to reduced holiday buy back £0.015m and £0.001m other
small variances.

Division Movement

19,967

20,299

332

259

72
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Appendix 3

Health & Social Care
Partnership

Annual
Budget
2019/20

Forecast
to March
2020

Variance
Forecast to
Budget at
October

Variance
Forecast to
Budget at
August

Movement in
variance
August to
October

Narrative

£'000's

£'000's

£'000's

£'000's

£'000's

Employees

Employee Expenditure

7,820

6,938

(882)

(807)

(75)

Underspend due to vacancies as a result of
service reductions (does not include impact
of Management & Support Services
restructure at this time). Movement due to
recruitment in Disability daycare, Learning
Disability assessment & care and Locality
management.

Position has improved since August owing to
delays in recruitment.

Long Term Care

Nursing Homes

7,453

7,872

419

755

(336)

Numbers are stable at around 190 places
being purchased.

Budget overspend represents 10 unfunded
places.

Favourable movement reflects allocation of
growth funding included in 19/20 budgets
and re-alignment of income budgets.

Residential Homes

3,729

4,316

587

1,056

(469)

64 places being purchased, an increase of 5
since the start of the year.

This overspend also includes indicative costs
for five ordinary residence cases currently in
dispute at a cost of £0.672m for 2019/20.
Favourable movement reflects allocation of
growth funding included in 19/20 budgets
and re-alignment of income budgets.

Community Based Care

Care at Home

7,700

8,422

722

1,697

(975)

Current commitments are stable with
around 10,500 hours of care per week. The
overspend is equivalent to 800 hours per
week over and above budget.

This position is consistent with no major
swings in provision of service.

Favourable movement reflects allocation of
growth funding included in 19/20 budgets
and re-alignment of income budgets.

Day Care

269

397

128

108

20

Day care for approximately 40 service users
of which 25 have complex needs.

The adverse movement reflects increased
costs of care packages following a review.

Direct Payments

450

546

95

88

There are approximately 32 direct payments
to service users. This is a demand led
provision

Housing Aids and
Adaptations

159

166

Demand driven within private sector homes.

Housing with Care

163

273

110

109

This budget is for Supported Accommodation
that is paid to external providers, there have
been additional placements this financial
year in excess of the budget.

Respite

175

176

(43)

44

Forecast costs for respite have increased as
additional respite care has been allocated.
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Variance | Variance| Movement in
Annual | Forecast | Forecast to |Forecast to variance
Health & Social Care Budget | to March Budget at | Budget at August to
Partnership 2019/20 2020 October August October Narrative
£'000's £'000's £'000's £'000's £'000's
Misc Third Party Payments
Growth budget of £1.152m has been
reallocated over Long term Care and Care at
Home.
The forecast overspend relates to payments
to voluntary organisations and provision for
Misc Third Party Payments 398 746 348 (729) 1,077 |an uplift in rates.
Supplies and Services
Overspend due to 17/18 unachieved saving
Premises Expenditure 11 73 62 62 0 |within disability day care
Increased spend on equipment and
household adaptations as well as statutory
Supplies and Services 371 398 27 27 0 [safety inspections on equipment
Overspend on staff travel mainly on Re-
Transport Expenditure 48 54 6 6 0 |ablement Team in the community
Income
Client income for contributions towards
Residential Care and Care at Home. Budget
realigned with Long term care and Care at
Income (4,391) (4,390) 0 (439) 439 [home provision.
Includes Income from NHS, integration
funding and contributions for complex care.
Income budget has been aligned with
Resource Transfer (Health) (7,271) (7,271) 0 (190) 190 |expenditure to reflect inflationary uplift.
Total 17,085 18,715 1,630 1,707 77
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Detailed Schedule of Savings - Performance & Partnerships Division
Savings progress at October 2019

Management Efficiencies

Appendix 4

Service Division |Description of Saving 2019/20 Achieved/ October outturn Accountancy
Reference = Likely to comments
be
achieved Amber Red
£ £ B
0001E P&P Residual budget Clackmannanshire Healthier Lives 20,000 20,000 Achieved
0002E P&P Stop Communications Team Subscription 1,200 1,200 Achieved
0003E P&P Reduce Service x 2 flexible retirements 19,000 19,000 Achieved
0004E P&P Reduce corporate photocopying and printing budget 1,200 1,200 Achieved
0005E P&P Reduce Service - remove vacancy 21,000 21,000 Achieved
0007E P&P Reduce revenue staffing 35,000 35,000 Achieved
0008E 1 P&P Rent Rebates Saving - Budget alignment 400,000 400,000 Achieved
0008E 2 P&P Rent Allowance Saving - one off Cash saving 250,000 250,000 Achieved
0013E P&P Reduce HR Admin - remove 0.6FTE vacancy 20,000 20,000 Achieved
This is a corporate saving, work
progressing to deliver saving,
however may not be achieved in full
0014E1 corp P&P Procurement Efficiencies 20,000 6,500 13,500(in the current year.
Saving has reduced by £6k from last
reported as not fully implemented
0014E2 corp P&P MFD contract 2 20,000 4,000 16,000]|until Jan 2020
0014E3 corp P&P GIS contract 20,000 20,000 Achieved
0015E P&P Remove surplus staff budget 8,965 8,965 Achieved
0016E P&P IT residual TVR budget 61,600 61,600|1FTE TVR not achieved
0017E P&P HRA Recharge for P&P 75,000 75,000 Achieved
0018E P&P Reduce Audit Fee budget 8,000 8,000 Achieved
0019E P&P Loans Fund Review 1,000,000| 1,000,000 Achieved
Total Management Efficiencies 1,980,965| 1,889,865 0 91,100
0
Policy
Service Division |Description of Saving 2019/20 Likely to
Reference £ be
achieved Amber Red |[October outturn Accountancy
£ £ £ comments
0006P P&P Restructure HR 23,000 6,044 16,956( 0.9 FTE TVR not achieved
0007P P&P Restructure Finance 80,000 80,000 Achieved
Post filled from January 2020 so
saving that may be achievable
new P&P Income generation through new Funding Officer post 50,000 10,000 40,000|reduced by £15k to £10k
Total Policy 153,000 86,044 10,000 56,956
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Prior Years

Service Division |Description of Saving 2019/20 Likely to
Reference £ be
achieved Amber Red |[October outturn Accountancy
= = B comments
SCSRO01 P&P Redesign Member Services Support 11,766 11,766 Achieved
People Division restructure deferred
P&P Corporate redesign 476,000 113,000 363,000(to 2020/21
Total Prior Years 487,766 124,766 0| 363,000
0
2019/20 Likely to
B be
achieved | Amber Red
Summary By Type £ £ £
Management Efficiencies 1,980,965] 1,889,865 0 91,100
Policy 153,000 86,044 10,000 56,956
Prior Years 487,766 124,766 0] 363,000
Total Division 2,621,731] 2,100,675 10,000] 511,056
80.1% 0.4% 19.5%
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THIS PAPER RELATES TO
ITEM 6

CLACKMANNANSHIRE COUNCIL ON THE AGENDA

Report to Partnership & Performance Committee

Date of Meeting: 16 January 2020

Subject: Partnership & Performance Half Year Business Plan
Report

Report by: Strategic Director Partnership & Performance

1.0

1.1.

2.0

2.1.

3.0

3.1.

3.2.

3.3.

Purpose

The purpose of this report is to provide Committee with a progress update for
the Partnership & Performance Business Plan 2019/20.

Recommendations

It is recommended that Committee note, challenge and comment on the
contents of this report.

Considerations

Partnership & Performance delivers a diverse range of services, including a
number of statutory and essential support functions. This report provides the
Committee with an update on performance, risks and achievements.
Appendix 1 provides a full update on the progress, and outline of key
highlights follows.

Partnership & Performance — the directorate is in a period of significant
transition, despite which the leadership team and staff have endeavoured to
ensure that business as usual services are maintained. The new leadership
team was finalised at the end of August, and since that time, a number of long
serving colleagues have left the Council. That process completed in late
November. All new senior managers are working on service redesign, at the
same time as working hard to get to grips with new portfolios, roles and
responsibilities. It is expected this period of transition will go on beyond the
year end, with things starting to bed in during summer 2020.

Budget 2020/21 and transformation have been early priorities for the
developing leadership team, as has 2019/20 outturn management and
achievement of savings, both of which illustrate favourable performance as at
the October outturns point. At an organisational level there are tentative signs
that sickness absence is improving as a result of substantial improvement
efforts, however Partnership & Performance are experiencing challenges,
particularly in the context of long term absences. The number of complaints
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3.4.

3.5.

3.6.

3.7.

3.8.

we receive is low with all being closed within required timescales; however,
improvement action is required to improve performance in relation to
councillor and MP/MSP enquiries and Freedom of Information requests.

Finance & Revenues — the annual accounts are a major piece of work each
year, and play a key role in the annual governance statement. The accounts
were delivered successfully on time by the 30 September due date. The
service, led by the Section 95 officer, oversees the development and
implementation of the budget each year. The 2020/21 budget is work in
progress, however at this point in the year, it remains on track for delivery for
the due date. Both finance and revenues systems are being upgraded over
the course of 2019/20 — both remain on target. These upgrades will improve
the user experience for staff, our governance capabilities and systems
resilience; in the context of the revenues upgrade, there will also be improved
service access and functionality for customers.

HR & Workforce Planning — a staff survey has been implemented for a
second consecutive year, with a significant improvement in staff participation
and engagement. A range of new staff policies are being developed in year,
including a new menopause and carer’s policies. A staff benefits awareness
campaign is underway, with a range of initiatives to support staff welfare, and
health and safety. Whilst the plan was to seek Health Working Lives at Gold
level, following further discussions with NHS Forth Valley, we have revised
our thinking to concentrate on consolidating our Silver level accreditation
before we push on for the Gold level award. Work on a refreshed leadership
development programme that will underpin our transformation programme
continues to advance well and a new electronic Performance Review and
Development process has been launched. Testing is at an advanced stage
on an upgrade to our HR and Payroll management information systems,
which will deliver an improved look and feel and accessibility for users.

Legal & Governance — earlier in the year, the service led on implementing a
refreshed approach to our Annual Governance Statement; work continues on
updating fraud and raising concerns at work policies, in an endeavour to
further strengthen governance arrangements. Unplanned activity has had an
impact on planned work, including the recent snap General Election, general
governance matters and particularly property related issues, including
community asset transfers.

Partnership & Transformation — satisfaction with the contact centre remains
favourable. Whilst we have experienced some negative internal customer
perceptions following unplanned downtime on our Information and
Communication Technology systems, the team has played a pivotal role in
enabling a number of management information systems upgrades, the move
to the Tullibody South Campus, and the relocated community access point
into Sauchie Hall amongst a host of other projects. Work also continues on
building system resilience and developing cyber security systems as part of
the ICT infrastructure improvement planning. The service facilitated our
inaugural Poverty & Inclusive Growth week in October, whilst continuing to
input to national resilience arrangements for EU exit.

There are no direct financial implications arising from this report.
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4.0

4.1.

5.0

5.1.

5.2.

5.3.

5.4.

6.0

6.1.

7.0

(1)

(2)

8.0

8.1

Sustainability Implications

There are no direct sustainability implications arising from the recreport.

Resource Implications
Financial Details

The full financial implications of the recommendations are set out in the
report. This includes a reference to full life cycle costs where

appropriate. Yes M
Finance have been consulted and have agreed the financial implications as
set out in the report. Yes M
Staffing

Exempt Reports

Is this report exempt?  Yes [ (please detail the reasons for exemption below) No I

Declarations

The recommendations contained within this report support or implement our
Corporate Priorities and Council Policies.

Our Priorities (Please double click on the check box M)

Clackmannanshire will be attractive to businesses & people and
ensure fair opportunities for all

Our families; children and young people will have the best possible
start in life

Women and girls will be confident and aspirational, and achieve
their full potential

Our communities will be resilient and empowered so

that they can thrive and flourish

N N N N

Council Policies (Please detail)
None
Equalities Impact

Have you undertaken the required equalities impact assessment to ensure
that no groups are adversely affected by the recommendations?

Yes [ No M Not applicable
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9.0 Legality

9.1 It has been confirmed that in adopting the recommendations contained in this
report, the Council is acting within its legal powers. Yes M

10.0 Appendices

10.1 Please list any appendices attached to this report. If there are no appendices,
please state "none".

Business Plan Appendix 1
11.0 Background Papers

11.1 Have you used other documents to compile your report? (All documents must be
kept available by the author for public inspection for four years from the date of meeting at
which the report is considered)

Yes (please list the documents below) NoO ]

Author(s)
NAME DESIGNATION TEL NO / EXTENSION
Stuart Crickmar Strategic Director Partnership & | 2127
Performance
Approved by
NAME DESIGNATION SIGNATURE

Stuart Crickmar Strategic Director Partnership & -
Performance -
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Appendix 1

Partnership & Performance

Business Plan 2019 - 20 Half Year Report

Key to symbols used in this report

Pls ACTIONS RISKS
Current
Short | Long Status Ratin
| perf Status g Status
Trend Trend (Compares actual performance Likelihood x
with target)
Impact (1 - 5)
Performance has improved % Alert Ia Completed % Rating 16 and above
Performance has remained the ) ) .
same LY Warning BZ‘ In progress/Not started ik Rating 10 to 15
Performance has declined Ia OK Y Check progress Ia Rating 9 and below
O Overdue The likelihood of a risk occurring, and the impact if it does
No comparison available - May . occur are each scored on a scale of 1 to 5, with 1 being the
ﬂ be new indicator or data not yet a Unknown least likely or the least significant impact. Detailed guidance
available Cancelled on scoring is provided in the Risk Management Policy and
guidance.
Short Trend compares this period with last
Long Trend shows the overall trend over longer term
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Key Organisational Performance Results

Q2 2019/20 Q2 2019/20
Code Description Long Short Lead
Value Target | Status Trend Trend Note
ALL AB1 GOV |Average FTE days lost through sickness absence 2.2 3.0 Following an Internal Audit review during 2018-19, | Senior Manager
per employee (Teachers plus all other local SLG approved a Maximising Attendance/Employee | HR & Workforce
government employees) Wellbeing action plan. This included Wellbeing Development
campaigns and raising awareness of the impact of
absence on the Council, as part of regular
roadshows. A number of new initiatives to support
staff have also been put in place.
Partnership & Performance: Customer Results
Q2 2019/20 Q2 2019/20
Code Description Long Short Lead
Value Target | Status Trend Trend Note
P&P CO3 CUS |% formal complaints dealt with by Partnership & 0.0% No target has been set for this indicator to avoid Strategic Director
Performance that were upheld/partially upheld the potential for perverse outcomes. The number | - Partnership &
of complaints remains low. Performance
P&P C10 CUS |% formal complaints closed within timescale 100.0% | 100.0% Complaint numbers are low, however, all received |Strategic Director
during period - Partnership & Performance were dealt with within prescribed timescales. - Partnership &
Performance
P&P CNQ BUS |% of Councillor Enquiries dealt with by 70.0% 100.0% We have seen an unsatisfactory trend in the first 6 |Strategic Director
Partnership & Performance within timescale months of 2019/20. The strategic director is - Partnership &
monitoring timeliness and quality of responses in Performance
the near future.
P&P FOI GOV |% FOI enquiries responded to within timescale - 90.2% 95.0% Reduction in performance to be reviewed Senior Manager
Partnership & Performance Legal &
Governance
P&P MPQ BUS |Percentage of MP/MSP enquiries dealt with by 83.3% 100.0% We have seen an unsatisfactory trend in the first 6 |Strategic Director
Partnership & Performance within timescale months of 2019/20. The strategic director is - Partnership &
monitoring timeliness and quality of responses in Performance
the near future.
GOV AUD 001 |Percentage of Internal Audit plan completed 31% 100% Progress is as planned. Internal Audit
Manager
2
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Code

Description

Q2 2019/20

Q2 2019/20

Value

Target

Status

Long
Trend

Short
Trend

Note

Lead

ICT ICT 002

Percentage of available hours lost on ICT systems
due to unplanned incidents

N/A

The service is currently reviewing measures to
effectively record hours lost on ICT systems,
accepting the challenges that our users have
experienced owing to failures with some of our
ageing network infrastructure during the reporting
period. The main issues have been caused by a
failure of the network storage and compatibility
issues between the Microsoft Windows Server
which has led to significant slow downs for some
users on a random basis. We implemented a
remediation plan, procuring new equipment,
arranging configuration and migration of users to
move them from old equipment to new. This
approach appears to have made a positive
improvement and we will continue to monitor
system performance in line with our ICT
infrastructure plan. Where at all possible the IT
team complete necessary works outwith normal
office hours to minimise system downtime and
disruption to service delivery.

Senior Manager
Partnership &
Transformation

CUs CTC 003

Satisfaction with overall experience of the
Contact Centre

96.9%

96.5%

Measures of satisfaction remain broadly consistent
with target indicating a modest but ongoing
improvement trend.

Senior Manager
Partnership &
Transformation
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Improvement Actions

Code ACTION By When Progress gt':igt:‘: Latest Note Lead
P&P 19 001 |Lead on the approach to deliver an approved 31-Mar-2020 The budget process is well underway with draft savings Senior Manager
balanced budget proposals being refined and verified. Indicative funding gap Finance &
has been reduced through an update of assumptions and Revenues
management efficiencies. Rollover budget preparations are
also progressing and will be completed in January.
Uncertainty around when the draft Scottish budget will be
available could impact the timing of setting a budget but
still working towards setting a balanced budget by 31
March 20.

P&P 19 002 |Lead on the approach to deliver approved Annual 30-Sep-2019 n@ Approved 26th September 2019 Senior Manager

Accounts Finance &
Revenues

P&P 19 003 |Lead on the approach to enable improved 31-May-2019 @ A revised AGS process was put in place for the year ended | Senior Manager
governance through the Annual Governance Mar 19. The process will be improved again for this year Legal &
Statement Governance

P&P 19 004 |Updated Fraud and Raising Concerns at work policy | 31-Dec-2019 The full suite of fraud policies and processes have been Senior Manager
and process identified and reviewed. The senior manager recently Legal &

attended a best practice course and is now reviewing and Governance
updating our process. Some discussion with Falkirk Council
has also taken place given the audit arrangements.

P&P 19 005 |Consolidate corporate support Information 31-Mar-2020 The deadline for this work is into the new year. The general| Senior Manager
management approaches and develop an action election is the focus of the senior governance officer’s time Legal &
plan to address gaps currently. Governance

P&P 19 006 |Put in place and deliver an effective organisational 31-Mar-2020 Significant progress has been made in developing a Programme
change programme to support organisational Transformation Programme. This is being take forward Management
sustainability alongside the Budget Setting Process, with the aim of Officer

aligning the process for future years. A long list of
proposals has undergone prioritisation for each Directorate
and further discussions are ongoing to theme groups of
projects, prior to the phasing of projects - ultimately
delivering a 5 year Programme.

P&P 19 007 |Implement an upgrade of the Financial MIS, 31-Mar-2020 Development work and initial testing is almost complete Senior Manager
TechOne with Training scheduled for early in the new year. On track Finance &

for go live by 31 March 20. Revenues
4
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Code

ACTION

By When

Progress

Expected
Outcome

Latest Note

Lead

P&P 19 008

Prepare a range of business cases to support
organisational sustainability

31-Dec-2019

A number of Year 1 business cases have been developed or
are in development. This includes the police integration
business cases that was approved by Council in October
2019.

Strategic Director
- Partnership &
Performance

P&P 19 009

Implement Scottish Cyber Security Resilience

Framework

31-Mar-2020

We continue to progress actions to implement the Scottish
Cyber Security Resilience Framework and risks and
improvement actions identified in the last security audit.
We are also investigating the scope to utilise the Cyber
Essentials Plus Framework. Work is ongoing to ensure PSN
compliance; modernise and improve firewall systems and
increase resilience and security through the fibre
installation programme. Future planned work will include
working with partners to ensure that cyber security and
resilience is core to delivery of the ICT infrastructure plan;
identifying opportunities for capacity building and learning
and monitoring and learning from incidents and near
misses.

Senior Manager
Partnership &
Transformation

P&P 19 010

Implement ICT infrastructure Improvement Plan.

31-Mar-2020

Early work has commenced to review the ICT infrastructure
plan to ensure alignment with the Councils Transformation
agenda and to ensure that a risk-based approach is used to
inform our ICT priorities for 2020. Notwithstanding that,
we continue to make progress in a number of areas,
including implementation of the Cloud First approach to
federate our applications with our suppliers hosted
solutions to improve availability and resilience. Currently
investigating network infrastructure improvement by using
fibre connections to provider greater capacity to meet the
future demand for education services as more services
move to more immersive technologies such as video and
augmented reality which place greater demand on Internet
resources across all sites.

Senior Manager
Partnership &
Transformation

P&P 19 011

Transition Business Support to New Organisational

Model

30-Sep-2019

Transition to the new organisational model was completed
during October 2019.

Strategic Director
- Partnership &
Performance

P&P 19 012

Implement HR and Payroll MIS, iTrent Upgrade
(including Mobile Access)

31-Dec-2019

New Electric theme is a mandatory requirement of the
software supplier who will no longer support the existing
formats. Testing is on going and user manuals are being
updated. Communications have been issued and will
continue to be issued. iTrent training is built into Corporate
Plan.

Senior Manager
HR & Workforce
Development
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Code

ACTION

By When

Progress

Expected

Latest Note

Lead

Outcome

P&P 19 013 |Achieve Health Working Lives (Gold Level) 31-Mar-2020 Following review we have been advised by the NHS to Senior Manager
focus more on embedding our Silver Award over the next 2 | HR & Workforce
years. This will strengthen our application when we do Development
eventually progress to applying for Gold Level. Following
significant work and engagement with NHS we received
confirmation in December 2019 that we have retained our
Silver Award.

P&P 19 014 |Implement e- PRD/ERD Process 30-Sep-2019 @ The Councils new performance Review & Development Senior Manager
process has been developed and implemented within the HR & Workforce
iTrent System. Promotional communications have been Development
issued on CONNECT and to SMF. Work will be undertaken
to ensure services are recording via the system.

P&P 19 015 |Undertake Staff Survey 31-0Oct-2019 @ The staff survey is currently underway and results/analysis | Senior Manager
will be provided through external supplier in January. This HR & Workforce
will inform further work in terms of workforce planning. Development

P&P 19 016 [Roll Out Staff Benefits Awareness Campaign 31-Mar-2020 Benchmarking work is currently underway looking at the Senior Manager
range of options available to staff. A proposal paper will be | HR & Workforce
submitted to the Senior Leadership group for consideration Development
in March.

P&P 19 017 |Develop & Implement A Leadership and 30-Apr-2020 Leadership development approach in place with Ceannas Senior Manager
Management Development programme that support for ESLG. Proposals developed and approved in respect of HR & Workforce
our vision and values all tiers of management. Scoping of programmes and Development

implementation currently under consideration in
anticipation of new senior managers taking up posts.

P&P 19 018 |Support the Development of a Workforce Plan 30-Apr-2020 @ The Council's OD Adviser previously supported the delivery | Senior Manager
(HSCP) of the HSCP Workforce Plan HR & Workforce

Development

P&P 19 019 |Undertake a systematic Health & Safety Training 31-Mar-2020 Currently procuring external training and developing in Senior Manager

programme house course content. 4 H&S staff have attained Level 3 HR & Workforce
award in Education and Training which will support delivery Development
of training.

P&P 19 020 |Undertake a systematic Health &Safety Audit 31-Mar-2020 Current programme is 98% complete. Revised programme | Senior Manager
Programme for 2020 currently being drawn up. HR & Workforce

Development
P&P 19 021 |Implement Health & Safety Improvement Action 31-Mar-2020 This stemmed from the original Gallagher Bassett audit Senior Manager
Plan report but has now moved on incorporating further actions | HR & Workforce
and improvements. Regular reporting to SLG on actions. Development
Service level plans also being developed.
6
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Expected

Code ACTION By When Progress Outcome Latest Note Lead

P&P 19 022 |Put in place preparations for Census 2021 as part of| 31-Mar-2020 Liaison arrangements with the Scotland's Census 2021 Senior Manager
the requirements set out in the national national team have been established, to ensure that the Partnership &
programme. Council is kept up to date. Transformation

P&P 19 023 |Develop policy approaches with key partners 29-Feb-2020 A proposal to hold a partnership summit on Child Poverty Senior Manager
around the corporate priorities: reducing child and Inclusive Growth during the week of the Poverty Partnership &
poverty and inclusive growth, jobs and Alliance ‘Challenge Poverty Week’ in October 2019 was Transformation
employability. approved.

P&P 19 024 |Develop and publish key corporate and partnership | 31-Mar-2020 Reports published in the six month period include the Senior Manager
strategies and annual reports as part of an agreed Digital Strategy and the Local Outcome Improvement Plan Partnership &
programme. annual report. Transformation

P&P 19 025 |Implement approved Mainstreaming Equalities and | 31-Mar-2020 86% of actions in the Mainstreaming Report are complete. | Senior Manager
Diversity Report 2017/22. Work is ongoing to ensure that the Council meets its Partnership &

statutory duties. Transformation

P&P 19 026 |Ensure appropriate plans and preparations are in 31-Mar-2020 Regular risk and integrity meetings held with a focus on Senior Manager
place to manage and respond to EU Withdrawal and the UK exit from the EU, which was predicted to take place Partnership &
to ensure business continuity. on 31st October. These meetings were based on the UK Transformation

and Scottish risks and planning assumptions associated
with EU withdrawal which remain focussed on reasonable
worst case scenarios of a No Deal. Regular Incident
Management Team Meetings have also been held, and a
risk and mitigation plan prepared on key local risks for
Clackmannanshire. Engagement is ongoing with a range of
stakeholders and partners on mitigations and actions
related to EU withdrawal.

P&P 19 027 |Provide support for major consultation and 31-Mar-2020 Support provided for a number of online surveys including Senior Manager
engagement activities (budget and corporate the renaming of Abercromby nursery, the polling place and Partnership &
strategies). polling district review and a wide range of customer Transformation

satisfaction surveys.

P&P 19 028 |Co-ordinate major incident response and ensure 31-Jan-2020 A significant element of recent emergency planning and Senior Manager
statutory plans for resilience are in place, updated resilience planning has been around the EU withdrawal Partnership &
and tested as part of a scheduled programme of planning assumptions and risks. The service was also Transformation
work. involved in the Norovirus outbreak and the small fire at

Alva Primary School, providing business continuity support
during the incidents and debriefs and learning post
incidents. Statutory plans including COMAH, Business
Continuity plans and Corporate Generic Emergency Plans
are all in place. Partnership working is ongoing at Local,
Regional and national levels as well as with communities to
develop local resilience.

7
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Code

ACTION

By When

Progress

Expected

Latest Note

Lead

Outcome

P&P 19 029 |Develop and publish a new Corporate 31-0ct-2019 B, A draft strategy developed with staff focus group held in Senior Manager
Communications Strategy aligned with the Councils August to inform outcomes, priorities and principles Partnership &
Corporate Plan. identified within the document. Further engagement to be Transformation

held with the Senior Leadership Group,, elected members
and partners to ensure strategy is aligned with wider
vision. Internal communication actions to promote new
visions and values underway.

P&P 19 030 |Develop corporate funding plans and approaches to | 31-Dec-2019 A new Corporate Funding Officer post has been agreed and | Senior Manager
support delivery of the Councils agreed priorities. an appointment made, with the postholder expected to Partnership &

take up position in January 2020. The postholder will be Transformation
working alongside colleagues to develop funding plans to

support delivery of the Councils transformation

programme.

P&P 19 031 |Ensure that community planning structures are 31-Mar-2020 The Clackmannanshire Alliance has already completed Senior Manager
effective and enable the integrated delivery of the work to align partnership structures and membership with Partnership &
Local Outcomes Improvement Plan 2017/27. delivery of the LOIP. Work is ongoing to develop Transformation

partnership approaches to deliver work under the tackling
poverty outcome following the Inclusive Growth Summit in
October 2019. Work is also underway to develop
approaches for a Regional Economic Forum across Forth
Valley.

P&P 19 032 |Develop options with partners to consider 31-Dec-2019 Clackmannanshire Alliance partners considered options to Senior Manager
community research and surveys to inform replace Clacks 1000 through a jointly funded project which Partnership &
strategic planning and performance (replace Clacks will seek to survey Clackmannanshire residents on a 2 Transformation
1000). yearly basis. The first survey is anticipated to take place in

2020.
8
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Risk Register

Strategic Director

ID & Title P&P SRR 001 |Business continuity or resilience failure Status Managed By |- Partnership & |[Current Rating | 9 |Target Rating | 6
Performance

Potential Breakdown or significant interruption in service provision for internal and or external customers as a result of catastrophic

Effect systems or knowledge loss or major incident.

Co-ordinate major incident response and ensure statutory plans
Related 4 - Internal . A
- P&P 19 028 for resilience are in place, updated and tested as part of a Business Continuity Plans
Actions Controls
scheduled programme of work.

Latest Note |A significant programme of work, supported by our Emergency Planning Officer, is underway to update priority business continuity plans.
Senior Manager

ID & Title P&P SRR 002 |Lack of preparedness for Brexit ‘No Deal’ Status Managed By |Partnership & Current Rating | 15 |Target Rating | 12
Transformation

- Inability to assess, mitigate, prepare for impact across UK and Scottish planning assumptions linked to migration, trade,
Potential ? - . h - - . A i
regulation, security or wider impacts across sectors. Potential additional impacts for Clacks around economic resilience,
Effect - .
workforce and costs/value and funding of goods and services.
Related Ensure appropriate plans and preparations are in place to Teenal
Actions P&P 19 026 manage and respond to EU Withdrawal and to ensure business Controls Brexit Update Reports to Council

continuity.

Latest Note

Work is ongoing to monitor the potential impacts of EU withdrawal based on the Scottish and UK planning assumptions. Information has been shared with employees, elected

members and with communities on the potential impacts and to plan mitigations. This has included planning work with partners. Information on EU withdrawal has been

shared on the Council website. Work in partnerships with resilience partners, COSLA and SOLACE is ongoing.
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Ineffective communication and engagement with our

Senior Manager

ID & Title P&P SRR 003 L Status Managed By |Partnership & Current Rating | 12 |Target Rating
communities X
Transformation
Potential Sub optimisation of community empowerment opportunities and the risk that we will not be able to achieve our corporate priority
Effect to empower families and communities. Ineffective communication and engagement with communities may result in poor
relationships, breakdown of trust and loss of confidence which impacts on the Councils reputation.
Provide support for major consultation and engagement Customer Consultation &
P&P 19 027 L .
activities (budget and corporate strategies). Engagement
P&P 19 029 ngelop a_nd publish a new Corporate Communications Strategy Communications Strategy
aligned with the Councils Corporate Plan.
Ensure that community planning structures are effective and Community Learning &
Related P&P 19 031 enable the integrated delivery of the Local Outcomes Internal Develo mgnt Strateg
Actions Improvement Plan 2017/27. Controls P 9y
Develop options with partners to consider community research Mainstreaming Equality &
P&P 19 032 and surveys to inform strategic planning and performance 9 =a y

(replace Clacks 1000).

Diversity

Community Asset Transfer
Guidance

Latest Note

In combination with the above related actions, the iESE process will include a diagnostic on customer interaction, and as part of the Transformation programme, an approach

to Vibrant Communities is currently in development.

Senior Manager

ID & Title P&P SRR 004 [Ineffective engagement with our staff Status Managed By |HR & Workforce |Current Rating | 6 |Target Rating
Development
Potential Sub optimisation of staff as our most valuable resource and the risk of poor relations and that we will not be able to achieve our
Effect vision
P&P 19 014 Implement e- PRD/ERD Process Staff Survey
Related P&P 19 015 Undertake Staff Survey Internal Joint Staff Forum
Actions - Controls
P&P 19 017 Develop & Implement A Leadership and Management

Development programme that support our vision and values

Latest Note

Agreement/Sign off has recently been reached with our TU colleague on the Working Together Agreement and the Facilities Agreement. A meeting took place with Senior
Management and Full Time Officials of the various recognised Trade Unions.
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THIS PAPER RELATES TO
ITEM 7

CLACKMANNANSHIRE COUNCIL ON THE AGENDA

Report to Partnership and Performance Committee

Date of Meeting: 16 January 2019

Subject: HR Policies

Report by: HR

1.0

1.1

2.0

2.1.

2.2.

2.3.

3.0
3.1

3.2

3.3

Purpose

This paper seeks Committee approval of the undernoted policies:
1.1.1. Special Leave (Appendix 1);

1.1.2. Adverse Conditions and Travel Disruption (Appendix 3);

1.1.3. Worklife Balance and Flexible Working (Appendix 5)..

Recommendations
Committee is asked to:
Challenge and comment on the paper as appropriate.

Note that extensive discussions have taken place with Trade Unions and
Management in the formation and development of these policies and
associated procedures (Appendices 1-6).

Agree the policies listed at paragraphs 1.1.1, 1.1.2 and 1.1.3 subject to formal
approval by Council.
Considerations

HR and Workforce Development continues, as part of its rolling programme,
to review and update the Council’s policies and procedures related to HR,
H&S, OD and Payroll.

In order to ensure collaborative and partnership working, the Council’s policy
group meet regularly to review and agree new/revised policies and
procedures.

Special Leave

The Special Leave Policy provides a centralised policy within which all types
of special leave, whether paid or unpaid, are covered. This ensures managers
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3.4

3.5

3.6

3.7

3.8

3.9

3.10

and staff have clear guidance for managing special leave requests in a fair
and consistent way. The policy is intended to balance the needs of staff with
the needs of the Council in terms of service delivery.

Following a request at the September meeting Tripartite further considered
this policy at the December meeting together with the completed EQIA/Fair
Scotland Impact Assessment.

Discussion at Tripartite focused on term time staff who may be excluded from
being eligible to some forms of leave. It was highlight, as outlined in the
EQIA, that some categories of staff such as term time staff may not be able to
take some categories of special leave. This does not amount to indirect
discrimination as it is classed as a proportionate means of achieving a
legitimate aim i.e. the contractual requirement for those staff to be in
attendance during school time. Following this, and assurances that the
introduction of the policy should ensure consistency in application, unions
agreed to the policy.

Adverse Conditions

The Adverse Conditions policy is intended to provide guidance to managers
and employees in the event of emergencies such as red weather warnings, or
major incidents affecting travel or public safety. The policy is intended to
balance the needs of staff whilst recognising that under the Civil
Contingencies Act the Council is required to continue to operate essential
services, even in adverse conditions.

The policy also embeds the principles of the Fair Work Charter for Severe
Weather, developed jointly by the Scottish Government and the Scottish
Trade Union Congress.

The policy has been discussed by policy group and Tripartite on a number of
occasions. Full agreement had not been reached however further positive
work took place throughout December and amendments, as highlighted in the
attached procedure, have been adopted and agreement has now been
reached with all parties.

Worklife Balance and Flexible Working Policy

Under the Children and Families Act 2014 all employees have a statutory right
to request a change to their contractual terms and conditions of employment
and to work flexibly. The Work Life Balance and Flexible Working policy builds
on existing Council provisions but puts in place a clear procedure for staff and
managers to follow when applications for flexible working are made.

Agreement in this policy was broadly reached with the exception of one area.
Trade Unions indicated their wish that the maximum credit balance to carry
over between flexi-time periods, for those staff within the scope of the flexi
scheme, be 2 days rather than the existing 1.5 days. Following a
benchmarking exercise it is proposed that the 2 days requested is adopted.
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4.0
4.1

5.1

5.2

6.1

7.0

(1)

(2)
8.0

8.1

9.0

9.1

Sustainability Implications

There are no sustainability implications arising from this report.

Resource Implications
Financial Details

There are no financial implications arising from the recommendations set out
in the report

Staffing

There are no implications of additional staff resource arising from the
recommendations set out in this report.

Exempt Reports

Is this report exempt?  Yes [ (please detail the reasons for exemption below) NO v

Declarations

The recommendations contained within this report support or implement our
Corporate Priorities and Council Policies.

Our Priorities (Please double click on the check box M)

Clackmannanshire will be attractive to businesses & people and
ensure fair opportunities for all

Our families; children and young people will have the best possible
start in life

Women and girls will be confident and aspirational, and achieve
their full potential

Our communities will be resilient and empowered so

that they can thrive and flourish

] 8 B

Council Policies (Please detail)
Equalities Impact

Have you undertaken the required equalities impact assessment to ensure
that no groups are adversely affected by the recommendations?

Yes M NoO (See Appendices 7,8 and 9).
Legality

It has been confirmed that in adopting the recommendations contained in this
report, the Council is acting within its legal powers. Yes M
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10.0 Appendices

10.1 Please list any appendices attached to this report. If there are no appendices,
please state "none".

Appendix 1 Special Leave Policy

Appendix 2: Special Leave Procedure

Appendix 3: Adverse Conditions and Travel Disruption Policy

Appendix 4: Adverse Conditions and Travel Disruption Procedure

Appendix 5 — Worklife Balance and Flexible Working Policy

Appendix 6 - Worklife Balance and Flexible Working Procedure

Appendix 7 - Special Leave EQIA/Fairer Scotland Assessment

Appendix 8 — Adverse Conditions and Travel Disruption EQIA/Fairer Scotland
Assessment

Appendix 9 - Worklife Balance and Flexible Working EQIA/Fairer Scotland

Assessment

11.0 Background Papers

11.1 Have you used other documents to compile your report? (All documents must be
kept available by the author for public inspection for four years from the date of meeting at
which the report is considered)

Yes [ (please list the documents below) NO v

Author(s)
NAME DESIGNATION TEL NO / EXTENSION
Chris Alliston Senior Manager — HR And 01259 452184

Workforce Development

Approved by

NAME DESIGNATION SIGNATURE

Stuart Crickmar Strategic Director Partnership &
Performance
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Appendix 1

SPECIAL LEAVE POLICY

Date: June 2018

Version: 0.2
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SPECIAL LEAVE POLICY

1. General Introduction

11

1.2

1.3

Clackmannanshire Council recognises the need for a Special Leave policy and
procedure to support employees to have opportunity to apply for leave where

necessary.

The special leave policy and procedure provides further support to employees

in the management of leave.

The special leave procedure also clearly outlines to employees what leave is
paid and unpaid.

2. Policy Statement

2.1

2.2

2.3

Clackmannanshire Council is committed to being a fair employer and will

reasonably consider all requests under this policy.

Any requests should ensure they follow the process outlined in the procedure.
This policy applies to single status/craft and Chief Officer staff within the

Council.

The Council processes personal data collected during requests for domestic
responsibilities in accordance with its Data Protection Policy. In particular, data
collected as part of this process is held securely and accessed by, and
disclosed to appropriate individuals in the management of this process.
Inappropriate access or disclosure of employee data constitutes a data breach

and should be reported in accordance with the Council’s Data
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Protection Policy immediately. It may also constitute a disciplinary offence,

which will be dealt with under the Council’s disciplinary procedure.

3. Monitoring and Review

3.1 HR will monitor the effectiveness of the policy on an ongoing basis. Revisions
and updates will be implemented by the Council following, if appropriate,

consultation with recognised Trade Unions.

Policy Name Special Leave Policy
Department HR
Policy Lead HR

Equality and Fairer Scotland Impact Assessment

Full Assessment Yes
Completed

Date Approved

Review Date
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Appendix 2

SPECIAL LEAVE PROCEDURE

(Including paid and unpaid leave)

Date: September 2018

Version: 0.4
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SPECIAL LEAVE PROCEDURE

1. Introduction

11

1.2

1.3

1.4

15

1.6

Special Leave is available to all employees of the Council for a wide range of

reasons which may be with or without pay.

Special leave arrangements in relation to teachers is covered by the Leave
of absence for teachers and associated professionals document as agreed
at LNCT.

Where an employee is term time the outlined leave procedures will also

apply.

The Special Leave Policy and procedure is divided into 3 sections.

e Section 1 covers matters relating to balancing work and family life.

e Section 2 covers leave for National, Public and Community Emergency

Service.

e Section 3 covers other leave.

When approving requests for special leave, managers must consider the
operational requirements of the Service as well as any requests that have
been previously granted, outstanding annual leave and requests governed

by legislation.
Managers are encouraged to consider flexible methods of supporting

employees and should consider the need to treat all employees fairly whilst

balancing the needs of employees with the needs of the service.
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Applications for Special Leave must be submitted to line managers giving as

much notice as possible.

Appointment cards or other notification should be shown where available.

2. SECTION 1 - BALANCING WORK AND FAMILY LIFE

2.1

2.2

2.3

2.4

2.5

The Council recognises that the effectiveness of the Council depends on the
motivation and commitment of its workforce. The Council fully appreciates
the difficulties that many employees have in balancing work requirements

and family/caring commitments.

All employees have the right to a reasonable amount of unpaid time off to
deal with an emergency involving a dependant. A dependant is the
employee's spouse or civil partner, child or parent; or a person who lives in
the same household as the employee (other than individuals who live there

because they are the employee's tenants, lodgers, boarders or employees).

The right to reasonable time off without pay should simply allow the
employee to deal with the immediate problem and put necessary

arrangements in place.

A family emergency can be anything from having to cope with a child being
il and not being able to attend nursery/school, to a close family member
being involved in a serious accident or becoming ill and being admitted to

hospital.

Events such as those outlined above can be traumatic situations for anyone
to deal with. The Council therefore recognises that when its employees have
to cope with any of these situations they will need the support of a caring

and supportive employer.
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For the purpose of council procedures, a carer is defined as someone who
provides unpaid support to a dependant who is affected by long term illness,
disability or addiction who could not manage without this help. Examples
may include a dependant who is ill, older and/or frail or disabled; or where
there is a change in circumstances or health of a dependant who is ill, older

and/or frail or disabled.

If an employee has a family emergency and it does not appear that the
Council has a policy/procedure in place to assist in that particular case,
advice can be obtained from HR. Many of the policies allow a degree of

flexibility for special arrangements to be made in certain circumstances.

3. FAMILY EMERGENCIES

3.1

3.2

3.3

If employees are required to be absent from work to make alternative
arrangements arising from family emergencies, up to 1 day’s leave with pay
will normally be granted for each incident (subject to a maximum of 3 days in
a 12 month period). Family emergencies may include incidents such as the
sudden or unexpected iliness of a relative, partner or child, disruption to the

care of a dependent or an incident involving children at school/childcare.

All such requests will be subject to review and will be considered on a case
by case basis. In the case of the emergency hospitalisation of a child, to
allow an employee to remain with their child while in hospital, leave with pay
for up to 3 days will normally be granted in line with but not in addition to the

Carers Procedure.
In the case of a critically ill or injured partner, an employee may be granted

up to 3 days leave with pay in a 12 month period for these unplanned

circumstances.
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3.4  Where the illness of a dependant is of a serious nature and an employee
wishes time off to care for that person, employees should refer to the Carers

Procedure for more details on this.

4. URGENT DOMESTIC DISTRESS

4.1 Where an employee is required to be absent from work to make special
domestic arrangements arising from experiencing domestic abuse, leave with

pay for up to 1 day will normally be granted.

4.2 Where an employee as a result of domestic distress requires time off for
example for such things as a serious house fire, break-in, burglary or a burst
water pipe. Please note this is not an exhaustive list.

Leave with pay for up to 1 day will normally be granted for each incident.

4.3  Due consideration would need to be given to the circumstances arising.

5. MEDICAL TREATMENT

5.1  Staff will be granted such reasonable time off without loss of pay as is
required for the purpose of preventative medical examination at hospital.
Reasonable notice and service needs must be taken into consideration

wherever possible when appointments are being made.

5.2  Employees requiring non-emergency medical treatment from opticians,
dentists or GPs should arrange the appointment for the beginning or end of

the working day or arranged on days off.
5.3 Employees should provide their line manager with reasonable notice of any

appointment taking into consideration the needs of the service. Only where

service needs will be impacted negatively will time off for appointments be

72



5.4

5.5

5.6

5.7

5.8

5.9

Clackmannanshire Council
Special Leave Procedure

refused. Where line managers need to discuss further they should contact

their service HR Business Partner.

Where an employee has to attend a hospital appointment, they should
provide their line manager with as much advance notice as possible, no less

than one week for non emergency hospital appointments.

A copy of the hospital appointment card will be required to be given to the

line manager to ensure payment for attendance at the hospital appointment.

Where employees have to take a dependent to a pre planned doctors or
hospital appointment then this should be made where possible out with
working hours. Should this not be possible then unpaid leave may be

agreed.

In emergency or other circumstances where a line manager is satisfied that
an employee can’t get an appointment outwith normal working hours they
should allow reasonable time off with pay for the employee to attend an

appointment with a dependant.

In such cases, employees should, wherever possible arrange appointments
at a time which will minimise disruption to their working day and the time off

required, e.g. early morning, lunch time or late afternoon.

Confirmation of medical appointments or notification for other medical

treatment must be provided to support the request for time off.

6. BEREAVEMENT

6.1

Reasonable time off with pay will be granted in the case of the death of a

near relative. Line Managers should be sympathetic to the situation faced by
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the employee. For relationships such as Parent(s),Sibling(s),Child/ren,

Spouse or Partner the amount of time paid will be up to five days.

6.2  Alternatively in other circumstances not covered by the above where an
employee is conducting business in connection with the funeral the
employee will be granted three working days with pay, this also includes time

for attending the funeral.

6.3 In other cases, an agreement should be reached between the manager and
the employee about time off to attend a funeral service. This will not normally
be more than one day with pay, unless the employee has a significant
distance to travel. In these circumstances the line manager has discretion to
allow an additional day off with pay. In normal circumstances it is expected

that the employee will attend work before and after the funeral service

7. LEAVE TO BE SET AGAINST ANNUAL LEAVE

7.1  The following requests for leave should normally be set against annual leave

entitlement.

8. VISITING RELATIVES OVERSEAS

8.1 An employee visiting relatives overseas must use their annual leave

entittement. Employees may also wish to consider applying for additional

leave under the Council’s Additional Leave Scheme.

9. WEDDINGS AND CIVIL PARTNERSHIPS

9.1 Leave for weddings and civil partnerships, including an employee’s own

marriage or civil partnership, must be set against annual leave entitlement.

For term time employees arrangements should be made outwith the school
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term for their own marriage. Only in very exceptional circumstances (e.g.
where a husband/wife to be is in the armed forces and is only able to take
leave at a specific time that coincides with the school term) a limited amount

of unpaid leave without pay will be granted.

10.MOVING HOME

10.1

Leave required in connection with moving home will normally be set against
an employee’s annual leave entitlement. Where an employee has exhausted
their full annual/flexi leave entitlement, they may be granted 1 day’s leave
without pay. For term time employees arrangements should if possible be
made outwith the school term or a request should be made for 1 day’s leave

without pay.

11.TIME OFF FOR JOB INTERVIEWS

111

11.2

11.3

Should an employee be called to attend a job interview for a post outwith
Clackmannanshire Council, the employee will be required to use annual

leave or flexi time if appropriate.

Where an employees is called to attend a job interview for a post within
Clackmannanshire Council they will be granted reasonable time to attend the

interview.
Employees who are on the Council’s redeployment register as a result of

TVR will be allowed reasonable time to attend for interviews external to the

Council.

75



Clackmannanshire Council
Special Leave Procedure

12.SECTION 2 — NATIONAL, PUBLIC AND COMMUNITY EMERGENCY
SERVICE

12.1 The Council is committed to providing support to employees who have
chosen to support their country or community in any way, to accommodating
those employees who are called on to carry out public duties. Accordingly

the following leave arrangements will apply.

13.RESERVE FORCES

13.1 An employee of the Council who is a member of the reserve forces and
attends an annual training camp for a period of one week or more will be
granted up to 10 days special leave with pay. This will be subject to the
deduction of service pay and allowances received in respect of the period of
special leave. Employees who are members of the reserve forces and who

are called up for national service will be granted unpaid special leave.

14.JURY AND WITNESS SERVICE

14.1 An employee who receives a summons to appear on a jury or as a witness

should attend unless exemption is secured.

14.2 In every instance staff must obtain a form from the courts for expenses and
loss of earnings which is completed by the Payroll Section detailing the level

of pay of the member of staff.

14.3 Loss of earnings, equivalent to that received from the Court, will be deducted

from salary following conclusion of jury attendance.

14.4 The jury citation letter will be required to be produced and verified by the

line manager before authorisation of leave.

10
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15.PUBLIC DUTIES

15.1 Where an employee undertakes one of the undernoted roles they must make

15.2

15.3

154

15.5

their line manager away to ensure there is no conflict of interest with their

current role in the council.

a school governor

a member of any statutory tribunal (for example an employment tribunal)
a member of the managing or governing body of an educational
establishment

a member of a health authority

a member of a school council or board in Scotland

a member of the Environment Agency or the Scottish Environment
Protection agency

a member of the prison independent monitoring boards (England or
Wales) or a member of the prison visiting committees (Scotland)

a member of Scottish Water or a Water Customer Consultation Panel

Request for time off should be made to their line manager.

Employees undertaking these roles will be granted a reasonable amount of

unpaid time off.

Services will consider all requests in line with the individuals personal needs

and those of the service.

A maximum of 5 days unpaid special leave days will be calculated in one

leave year.

11
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16.CHILDRENS PANEL/JUSTICE OF THE PEACE

16.1

16.2

16.3

16.4

Where individuals wish to apply for Volunteering for the Children’s Panel
they should submit a written request to their Strategic Director or equivalent

for approval for this.

It should be noted that consideration will be given to the impact this will have
on the service and any potential conflict of interest that may arise between
the employees role in the Council and undertaking a role on the children’s
panel.

If appointed to Children's Panel then the employee must provide written

documentation to confirm appointment.

An employee who serves on a Children’s Panel or as a Justice of the Peace
will be granted up to a maximum of 5 days unpaid leave per annum to attend

hearings.

17.INTERNATIONAL AND SPORTING/CULTURAL EVENTS

171

17.2

An employee representing their country in an amateur international sporting

event may be granted up to 5 days paid leave in any annual leave year.

Where an employee has an dependent under the age of 16 who they are
required to accompany while participating in the sporting event they will have
to apply for annual leave or alternative appropriate leave such as unpaid

leave.

12
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18.COMMUNITY VOLUNTEERING
18.1 The Council will support unpaid leave for employees who participate in
community volunteering e.g. to assist at Youth Organisation Holiday Camps.
This will be subject to the exigencies of the service.
19.COMMUNITY EMERGENCY SERVICES
19.1 Employees who are members of a community emergency service, for
example retained fire fighters should make their line manager aware and

provide appropriate documentation to confirm.

19.2 Employees will be granted paid leave to attend emergencies during working

hours as part of their role within a community emergency

20.SECTION 3 - OTHER LEAVE

21.EXAMINATION LEAVE

21.1 Employees will be granted paid time off to sit examinations as part of a work
related course of study. Employees who undertake a course of study, either
self funded or sponsored by the Council will be required to use annual leave,

flexi leave or unpaid leave for the purposes of study leave.

21.2 Please refer to the Continuing Further Education Policy regarding time off for

studying and exams.

13
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22.RELIGIOUS HOLIDAYS OR FESTIVALS

22.1 Employees who observe religious holidays or festivals on days other than
those allocated by the council and who have fixed annual leave (term time)
will be allowed, subject to the requirements of the service a maximum of two

of their working days, with pay to observe such religious holidays or

festivals.

23.CAREER BREAK

23.1 Please refer to separate HR procedure xxx for information on career breaks.

14
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24. TIME OFF FOR FERTILITY TREATMENT

24.1

Please refer to the Family Friendly Procedure for more information on this.

25.TIME OFF FOR TRADE UNION DUTIES

25.1

Trade union representatives must ensure that they request time
appropriately with discussion with their line manager. The time requested
should also be recorded on itrent. For further guidance on time off for trade
union duties please refer to HR.

26.PROCESS TO REQUEST TIME OFF

26.1

26.2

26.3

26.4

26.5

Employees must follow the guidelines outlined regarding requesting

appropriate leave.

Each request will take into consideration the needs of the employee and the
requirements of this service as to whether this request can be

accommodated.

The outcome of the request will be communicated to the employee by their

line manager.

It should be noted while individual circumstances will be looked on
sympathetically service requirements have to be given appropriate regard.

Where employees falil to follow this process to request time off under this
procedure then any time you take off work will be treated as unauthorised
absence, and may be dealt with under the Councils disciplinary procedure.

15
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26.6 Should concerns arise about abuse of this procedure then line manager
should in the first instance discuss their concerns with the employee,
following this where appropriate a disciplinary investigation may be
instigated.

26.7 Employees should keep in mind that taking time off under this policy does
not affect their right to request time under other leave policies.

26.8 Where employees need advice on which leave is appropriate they should

speak to their line manager in the first instance.

26.9 Managers must ensure that they record the absence from work

appropriately.

26.10 Where an employee has a concern that the procedure has not been followed
they should discuss with their manager in the first instance, where

appropriate this should be escalated to HR.

27.PENSION CONTRIBUTIONS

27.1 Employees should note that where they take unpaid leave there will be an
impact on pensions. For more information on this and how to make up
pension contributions then Falkirk Council Pension Fund should be
contacted directly on 01324 506 329.

28.PROCESSING OF PERSONAL DATA

28.1 The council processes personal data collected as part of the Special Leave
Procedure in accordance with its data protection policy. In particular, data
collected as part of this process is held securely and accessed by, and
disclosed to, individuals only for the purposes necessary to action and

manage this procedure.
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29.MONITORING & REVIEW

29.1 HR will monitor the effectiveness of the procedures on an ongoing basis.
Revisions and updates will be implemented by the Council following, if appropriate,

consultation with recognised Trade Unions.
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Policy Lead HR

Equality and Fairer Scotland Impact Assessment
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Completed
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Date Approved

Review Date
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ADVERSE CONDITIONS AND TRAVEL DISRUPTION

POLICY

1 Introduction
1.1. This policy provides guidance on appropriate procedures in the event of:

e Extreme adverse weather defined as red warnings by the Met
Office (Appendix 1).

e Transport disruption, including strike action, fuel shortage and flight

delays; or

e Major incidents affecting travel or public safety.

2 Disability

2.1. The Council recognises that it may be more difficult for some employees to
get to work during periods of adverse conditions and travel disruption.
Reasonable adjustments will be made to accommodate difficulties. This is
highlighted in the EQIA.

3 Scope and Responsibility

3.1. This policy applies to all employees of Clackmannanshire Council.
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4 Processing of Personal Data

4.1 The Council processes personal data collected as part of this procedure in
accordance with its data protection policy. In particular, data collected as part
of this process is held securely and accessed by, and disclosed to, individuals

only for the purposes necessary to action and manage this procedure.

5 Monitoring and Review

5.1  Both Senior Management and Trade Union Representatives shall monitor the
effectiveness of this policy on an ongoing basis. Amendments will be made
as and when deemed necessary and, where appropriate, after consultation

with recognised trade unions.
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6. Equality Impact Assessment

Policy Name Adverse Conditions and Travel Disruption Policy
Department HR
Policy Lead HR

Equality and Fairer Scotland Impact Assessment

Full Assessment
Completed

Yes

Date Approved

Review Date
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APPENDIX 1 — Weather Warning Guide — Met Office

Yellow Warning: Yellow warnings can be issued for a range of weather situations.
Many are issued when it is likely that the weather will cause some low level impacts,
including some disruption to travel in a few places. Many people may be able to
continue with their daily routine, but there will be some that will be directly impacted
and so it is important to assess if you could be affected. Other yellow warnings are
issued when the weather could bring much more severe impacts to the majority of
people but the certainty of those impacts occurring is much lower. It is important to
read the content of yellow warnings to determine which weather situation is being

covered by the yellow warning.

Amber Warning: There is an increased likelihood of impacts from severe weather,
which could potentially disrupt your plans. This means there is the possibility of travel
delays, road and rail closures, power cuts and the potential risk to life and property.
You should think about changing your plans and taking action to protect yourself and
your property. You may want to consider the impact of the weather on your family
and your community and whether there is anything you need to do ahead of the

severe weather to minimise the impact.

Red Warning: Dangerous weather is expected and, if you haven’t already done so,
you should take action now to keep yourself and others safe from the impact of the
severe weather. It is very likely that there will be a risk to life, with substantial
disruption to travel, energy supplies and possibly widespread damage to property
and infrastructure. You should avoid travelling, where possible, and follow the advice

of the emergency services and local authorities.
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Adverse Conditions and Travel Disruption Procedure

1. Introduction

1.1. This procedure should be read in conjunction with the Council's Adverse
Conditions and Travel Disruption Policy.

1.2. Employees should be aware that in a crisis the Council moves into an
emergency role and that by attending work they play a part in supporting that
role. In exceptional circumstances employees may be asked to work in other
suitable roles depending on the prevailing situation and in line with the

Council’'s Business Continuity Plan.

2. Purpose

2.1. To provide guidance in the event of the following emergencies:

e Extreme adverse weather defined as red warnings by the Met
Office

e Transport disruption, including strike action and flight delays; or

e Major incidents affecting travel or public safety.

3. Extreme Adverse Conditions — Business Closure

3.1 In the event of adverse conditions, normal operating hours will remain unless

informed otherwise.
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3.2 When in exceptional circumstances your place of work is closed, those who
have the facilities and appropriate Council equipment to work from home will
be expected to do so.

3.3 You may also be asked to work from an alternative Council location if this is
feasible. The Council’'s Excess Travel Policy may apply in these
circumstances.

3.4 The Chief Executive taking into account MET office and Scottish Government
advice will make a decision and authorise a communication to be sent out,
this could provide corporate advice on issues such as building closures and
the issue of sending identified employees home early where possible, and/or
the early closing of premises. This communication will include advice on the
need to take into consideration the home address of employees, their mode
of travel, service delivery needs and whether there is clear evidence that the
individuals will encounter substantial difficulty in reaching their work location

and or own home safely and/or at a reasonable time.

4 . Essential Services

4.1 Under the Civil Contingencies Act the Council is required to continue to
operate essential services, even in adverse conditions. All services are
required to retain sufficient staff to support these services.

4.2 In such circumstances the Council will consider both the needs of those
requiring continued provision of essential services and their duty of care for
essential workers providing these services, mitigating risks as much as
possible

4.3 Employees working in any role that is deemed essential must endeavour to
get to work and should liaise with their manager for assistance with
transportation where necessary.

4.4 Employees should make themselves aware of the Business Continuity Plan
for their service which will be communicated and made accessible by their

manager.
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4.5 In the event of an incident employees should seek information through the
Council’'s website where information from Met Office, Roads and Emergency
Planning departments will be placed.

5. Attendance At Work

5.1 You are expected to make every reasonable effort to get to work on time.
This may include leaving extra time for your journey and/or taking an
alternative route or means of transport.

5.2 If bad weather or travel disruption is forecast, think about your commute in
advance and the potential to leave early to arrive at work in time. Public
transport may be operating different timetables and some journeys may take
longer.

5.3 You should use a common sense approach and should not put your personal
safety at risk, however essential services must continue to operate.

5.4 Your line manager will consider all the circumstances including the distance

you have to travel, local conditions in your area, the status of roads and/or
public transport.

6 Advance Notice Of Travel Difficulties

6.1 If you become aware in advance that circumstances may make it difficult for
you to attend work, you should inform your line manager as soon as
possible. Your line manager will discuss the options available to you and
agree how to manage any such absences.

6.2 If you consider that you may need to leave work early, you should ask your
line manager for permission as far in advance as possible. In deciding
whether to allow this, managers will consider your safety, the needs of the

business and personal circumstances. Any request will not be unreasonably
refused.
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7  Alternative Working Arrangements

7.1 In some circumstances, employees may be required to work from home or
from an alternative place of work. Your line manager will advise you of any
such requirement. Should you work your normal hours from home or an
alternative location, you will be paid as usual.

7.2 Should you have a Council laptop, you should take this home with you, this is
to allow you to be able to work from home if required. You should test your
remote working systems regularly to ensure you are able to use them in the
event of an emergency. If you experience any problems with these, you

should advise IT by email (it@clacks.gov.uk) immediately to allow issues to
be resolved in advance.

8 Procedure If You Are Unable To Attend Work

8.1 Should you be unable to attend work, or to arrive on time, you should
telephone your line manager before your normal start time on each affected
day. You should alert your line manager to any work that should be
completed in your absence. Where your line your manager is not available,
all reasonable attempts to alert the Council e.g. another manager, contact
centre etc. should be made.

8.2 You should monitor the situation throughout the day in case it improves.
Information may be available from local/national radio and/or television,the
police, transport providers and the Council’s website and social media
accounts including Facebook and Twitter. Should conditions improve

sufficiently, you should report this to your line manager and attend work
unless told otherwise.

8.3 Should you fail to contact your line manager/Council in line with this
procedure without good reason, you may be subject to the Council’s
Disciplinary Policy and Procedure for misconduct.

8.4 In these circumstances, you will be asked to meet with your line manager on

your return to work to discuss the reasons for your absence.
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9  Options Where You Are Unable To Attend Work

9.1 For any other absences, the following options should be discussed with your
line manager:
= Treat the absence as annual leave;
= Use flexitime to cover the absence;
= Make up the lost hours within a reasonable time, to be agreed with your line
manager;

= Treat the absence as unpaid special leave as a last resort.

9.2 Term time employees should discuss their options with their line manager.
9.3 You should agree with your line manager which option is most appropriate.
9.4 Managers should ensure that all absences are recorded appropriately

through the Council’s HR and Payroll system for monitoring and recording
purposes.

10 School Closures, Care Of Children And Other
Dependants

10.1 If bad weather or travel disruption is forecast you should consider whether
there is likely to be disruption to care arrangements for your children, or
other dependants and where possible put alternative arrangements in place
in advance.

10.2 In some circumstances, you may be entitled to time off under the Council’s
Special Leave Policy. You should speak to your line manager in the first
instance to determine whether this would be applicable.

10.3 Managers should ensure that all absences of this type are recorded through

the Council’s HR and Payroll system for monitoring and recording purposes.

11 Processing Of Personal Data

11.1The Council processes personal data collected as part of this procedure in
accordance with its data protection policy. In particular, data collected as

part of this process is held securely and accessed by, and disclosed to,
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individuals only for the purposes necessary to action and manage this

procedure.

12 Monitoring And Review

12.1 HR shall monitor the effectiveness of these procedures on an ongoing basis.

Amendments will be made as and when deemed necessary and, where

appropriate, after consultation with recognised trade unions.

13. Equality Impact Assessment

Policy Name Adverse Conditions and Travel Disruption Procedure
Department HR
Policy Lead HR

Equality and Fairer Scotland Impact Assessment

Full Assessment
Completed

Yes

Date Approved

Review Date
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2.1

Clackmannanshire Council
Work Life Balance and Flexible Working Policy

POLICY STATEMENT

Clackmannanshire Council has always encouraged flexible working and fully
supports the provisions set out in legislation, which allow all employees the
statutory right to request a change to their contractual terms and conditions.

This policy sets out the Council's approach to flexible working arrangements,
which is in accordance with the ACAS code of practice "The right to request
flexible working: an ACAS Guide".

As a Council we continue to transform the way in which we provide services
and, as part of this transformation, recognise the need to move to more
modern ways of working, which includes both the hours that are worked and
the locations in which work takes place.

Increased flexibility has the potential to provide greater opportunities to
support those members of staff seeking to have a greater degree of work/life
balance, by integrating home and work life more successfully.

The over arching principle of the flexible working policy is that the working
pattern must maintain or improve service delivery and be cost effective. No
changes to existing working patterns will be authorised if it can be evidenced
that it will be detrimental to service delivery.

It is envisaged that increased flexibility and the introduction of flexible ways of
working will contribute to the following:

For the Council

a) Productivity improvements.

b) Reduction in absenteeism.

c) Reduction in recruitment and retention costs.
d) Reduction in required office space.

For staff

e) Increased motivation.

f) Improved work satisfaction.
g) Improved work life balance.
h) Reduced levels of stress.

This policy and procedure aims to support all staff working in this environment
and foster meaningful and sustainable ways of working smarter and more
effectively.

SCOPE

This policy applies to all staff of Clackmannanshire Council who have worked

for more than 26 weeks continuously, at the date an application is made, and
who have not made another request under the policy in the preceding 12
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month period. Separate arrangements also exist for those employed under
SNCT conditions of service.

2.2 Under the Children and Families Act 2014, all employees now have a
statutory right to request a change to their contractual terms and conditions of
employment to work flexibly, subject to the eligibility criteria set out above.

2.3  Requests for flexible working may be for any reason and are not restricted to
employees with family care commitments.

2.5 Separate retirement options to allow staff to reduce their working hours and
receive pension benefits are also available. Information on these options is
available from LGPS (Falkirk) or STSS (Teachers).

2.6  Requests for flexible working are separate and distinct from the Council's
special leave arrangements.

3. MONITORING AND REVIEW

3.1 Both Senior Management and Trade Union Representatives shall monitor the
effectiveness of these procedures on a ongoing basis. Amendments will be
made as and when deemed necessary and after consultation with recognised
trade unions.

Policy Name Work Life Balance and Flexible Working Policy
Department HR
Policy Lead Sarah Farmer

Equality Impact Assessment

Stage 1 EQIA completed Yes

Stage 2 EQIA completed No

* In no please provide rationale

Policy applies equally to all Council employees and does not negatively impact on any

group which falls within any of the 9 protected characteristics

Date Approved

Review Date
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2.1

2.2

2.3

3.1

4.1

4.2

4.3

4.4

5.1

. INTRODUCTION

The Council recognises that a better work-life balance can improve employee
motivation, performance and productivity and reduce stress. Therefore the aim
is for the Council to support its employees to achieve a better balance between
work and their other priorities, such as caring responsibilities, leisure activities,
further learning and other interests. The Council is committed to supporting
flexible working arrangements, provided that the needs and objectives of both
the organisation and the employee can be met.

PURPOSE

To provide guidance on the required actions and responsibilities of the Council,
line managers and employees in regard to Flexible Working.

To set out the procedural steps necessary for an employee’s application to be
considered.

This procedure applies to all staff employed with Clackmannanshire Council.

THE RIGHT TO REQUEST FLEXIBLE WORKING

All employees with 26 weeks continuous service have the right to request
flexible working, regardless of personal circumstances.

KEY POINTS

Requests must be in writing stating the date of the request, whether any
previous application has been made and, if so, the date of that application.

Requests and appeals legally must be considered and decided upon within
three months of the receipt of the request.

Employers must have a sound business reason for rejecting any request.

Employees can only make one request in any 12 month period.

MAKING A REQUEST

To make a request for flexible working employees must complete a pro forma
(appendix 1) stating:

The date of the application, the change to the working conditions they are
seeking and when they would like the change to come into effect. This should
generally be for no more than 6 months in advance of the proposed change start
date.

Work Life Balance and Flexible Working Procedure

3

105



6.1

6.2

6.3

7.1

7.2

What effect they think the requested change will have on the Service and how,
in their opinion, any negative effect might be dealt with.

If they have made a previous application for flexible working, the date of that
application.

If they are making their request in relation to the Equality Act 2010, for example,
as a reasonable adjustment for disabled employee.

HANDLING REQUESTS FOR FLEXIBLE WORKING

Once a request has been received, the line manager should arrange a meeting
to discuss the request, wherever possible within two weeks from the date of the
request. Whilst a meeting is considered good practice, it may not always be
needed where the Service is happy to accept the request. It is helpful to have
this discussion to ensure that the proposal being put forward meets both the
needs of the Council and the needs of the member of staff.

Where a delay arises (for example due to annual leave), the member of staff
should be informed as to the reasons for the delay and provided with an
expected timescale by which their request will be discussed with them.

Staff will have the right to be accompanied by their trade union representative or
a work colleague of their choice at the discussion meeting.

CONSIDERING A REQUEST FOR FLEXIBLE WORKING

It is important that any requests are considered carefully with the benefits and
consequences of the requested changes in working conditions for the employee
and the Council being considered.

When considering an application for flexible working managers should consider:

Customer Factors (including other teams/sections and partners) - Can service
provision be maintained/improved. Is demand tied to certain times of the day?
Job/Location Factors - Can all of the duties be performed effectively from the
location/in the working pattern envisaged? Are there information security
issues? Is access to specialist information/equipment/reference materials or
significant face to face contact with colleagues or customers required? Is access
to premises available at the proposed times, if needed?

Cost/Saving Factors - Including those associated with ICT equipment, travel,
time/expenses, workplace priorities.

Team Factors - Including morale; productivity; whether sufficient team
members are available for cover if required

Employee Factors - Including satisfaction, motivation, commitment, morale and
productivity; initiative; time/workload management; communication and
supervision arrangements; social isolation; reduction in travel time/cost;
requirement for on-the-job training; health and safety issues that may apply to

Work Life Balance and Flexible Working Procedure
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7.3

7.4

the employee such as lone working, working pattern, length of work periods/rest
breaks and suitability of IT equipment.

Environmental Factors - Reductions in energy consumption, carbon footprint.
(e.g. reduced travel).

Managers should also take into account the following:

The Council is under no statutory obligation to grant a request to work flexibly
and the Council's ability to provide an effective service will be paramount.
Where agreement is reached with one member of staff this will not set a
precedent or create a right for another member of staff to be granted a similar
change to his/her working pattern.

There is no contractual entittiement to have a flexible working request approved.

There may be occasion when a service needs to consider more than one
request. In doing so the following should be considered:

Requests should be considered in the order they are submitted.

Having considered and approved requests, managers should remember that the
business context has changed and can be taken into account when considering
the subsequent request.

Where more than one request is received there is no requirement to make value
judgements about the most deserving request. Managers should consider each
application on its merits looking at the business case and the possible impact of
refusing a request.

Any changes to a staff member’s working hours as a result of a request for
flexible working is regarded as a permanent variation to contract, unless agreed
otherwise. With the exception of trial periods, once a change to a staff
member’s hours or place or work has been implemented, the employee has no
automatic right to revert to their previously pattern of working at a future date.
Variations may be considered in light of changing operational service needs or
where the member of staff wishes to apply for a review. Appropriate
arrangements will be made to discuss the impact of further changes and
reasonable notice to end or amend the existing arrangement will be given.
Flexible working offers staff benefits but it is not intended to give the opportunity
to increase salary. For example, where an employee has a request granted
under this policy to change to working in a period or pattern for which an
enhancement that they do not currently receive (e.g. unsocial hours, night work,
weekend work, shift allowance).

Only where a requirement to work shifts etc is set by management will any time
based enhancements be paid.

Where a request is refused the member of staff should also be informed of their
right of appeal.

WHY REQUESTS MAY BE REFUSED

Work Life Balance and Flexible Working Procedure
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8.1

8.2

8.3

8.4

9.1

9.2

Line managers must consider all requests in a reasonable manner and can only
legally refuse them if there is a business reasons for doing so, this reason must
be from the following list:

The burden of any additional cost is unacceptable to the Council.

There is an inability to reorganise work among existing staff.

Inability to recruit additional staff.

The Council considers the change will have a detrimental impact on quality.
The Council considers the change would have a detrimental effect on the
Council's ability to meet customer demand.

There will be a detrimental impact on performance.

There is insufficient work during the periods the member of staff proposes to
work.

Planned structural changes e.g. where the Council intends to reorganise and
considers the flexible working changes may not fit with these plans.

If an employee has indicated that the request is being made as a reasonable
adjustment for a disability under the Equality Act 2010, you must discuss this
with your Service HR Business Partner if you are unable to accommodate this
request.

Line managers must ensure that they are careful not to directly or indirectly
discriminate against employees, for example when dealing with requests from
employees with childcare responsibilities. It may be helpful to discuss any
request they are not intending to approve with their Service Manager or Service
HR Business Partner.

Within a team or Service area, a previous flexible working arrangement which
has been agreed will not automatically be approved for a subsequent employee.
For example, if a team has already accommodated a number of part time
workers, it may not be possible to support future requests or a compromise may
have to be reached around days/ hours worked to ensure adequate operational
cover.

FOLLOWING THE MEETING

Once a decision is reached and has been approved, the employee should be
advised in writing within two weeks of the meeting (appendix 2). The decision
may be:

That the Council agrees to the new work pattern and confirm the start date.
That the Council agrees to a compromised flexible working arrangement.
That the Council does not agree to the request and provides clear business
reasons as to why the application cannot be accepted.

A start date for any arrangements should be mutually agreed.

Work Life Balance and Flexible Working Procedure
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9.3

9.4

10.

10.1

10.2

10.3

10.4

10.5

10.6

10.7

It is the line manager’s responsibility to ensure all the relevant paperwork is
completed and sent to Human Resources, for example a work pattern change
form or change form, to ensure i-Trent is updated correctly for leave and pay
purposes. Once these changes have been processed this be confirmed in
writing to the employee as an amendment to their current Statement of
Particulars.

Any request that is accepted will make a permanent change to the employment
contract. However, a trial period for a minimum period of 12 weeks and
maximum period of 6 months can be utilised to see if the request works for both
the Service and the employee. This should be confirmed in writing. At the end
of the trial period a review meeting should be held and again the employee can
choose to be accompanied by a work colleague or trade union representative. It
should then be confirmed in writing that the arrangement is either now a
permanent contractual change or the employee reverts to their previous working
arrangements.

APPEALS PROCESS

Wherever possible it is better to reach agreement on flexible working within the
workplace. However, if the application is refused the following appeal process
should be followed. Firstly, hold an informal discussion wherever possible -
there may be some simple misunderstanding which can be resolved in an
informal way.

If the member of staff still wishes to appeal against a manager’s decision they
must do so within 10 working days of being notified of the outcome of their
request.

The appeal should be in writing and outline the grounds for making the appeal
and submitted to the HR Service lead.

An appeal meeting will be organised with the relevant Senior Manager within 10
working days of receipt of the appeal. Normal working practices will continue
until the appeal is concluded. If the meeting is delayed for any reason (for
example annual leave) this will be clearly communicated to the employee and a
date set.

If the Senior Manager has been previously involved in the decision made, an
independent Strategic Director should hold the meeting to review the business
rationale provided to ensure fairness and transparency

If the appeal is upheld, the Senior Manager will liaise with the original decision
maker who will communicate the new working pattern and start date of the new
arrangements to the individual and their line manager.

There is no further right of appeal.

Work Life Balance and Flexible Working Procedure
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11. OTHER FORMS OF WORKING FLEXIBLY

11.1 Working from home, mobile or peripatetic working and other forms of flexible
working such as Flexi-time are covered under the Alternative Ways of Working
section of this procedure.

12. EXAMPLES OF FLEXIBLE WORKING

12.1 All forms of flexible working can be requested and considered, on the basis that
this is suitable for operational needs. Some common examples are outlined
below.

12.2 Part Time Working - This is an agreed regular pattern where a member of staff
works fewer hours per week than a full time employee.

12.3 Job Sharing — When two members of staff share the duties and responsibilities
of one post. As with part time working, job sharing can allow you to work fewer
hours in a day or fewer days in a week, which may suit your domestic
circumstances. The Council can benefit from retaining experienced staff who
may otherwise leave. Job sharing can provide the Council with the skills,
knowledge and expertise of two people for the costs of just one post. The job
share arrangement can be established from the creation of a new post or can be
requested by the current post holder. The Council does reserves the right to
refuse a request for job sharing where it may be/ proves to be difficult to recruit a
job share partner to the other part of the role or where the nature of the role
means it cannot be undertaken effectively on a job share basis. In addition, if a
job share partner resigns or moves to another post etc the Council reserves the
right to end the arrangement if a new job share partner cannot be found.

12.4 If job sharing is agreed - See Appendix 3

12.5 Temporary Change of Hours -This is where there is an agreed temporary
change to a staff members work pattern. In most cases, changes to hours will
be on a permanent basis. However, it may be possible to agree this on a
temporary basis (for a maximum period of 12 calendar months) if this suits
service needs.

12.6 Term Time Working — This is where an employee reduces the total number of
days they work overall in the year by not working during pre defined school
holidays. Term time working must commence at the start of a
Clackmannanshire Council School term. In order to agree this pattern there
must be a significant reduction in workload during the school holiday periods or
sufficient resources in the team to accommodate the extended periods of non
working.

Work Life Balance and Flexible Working Procedure
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12.7 Annualised Hours Working - Annualised hours are where the period of time an
employee works is defined over a whole year. Staff should agree with their line
manager and commit to a number of hours and pattern of working over a 12
month period as determined by the needs of the service. Salary is paid in equal
monthly instalments regardless of the number of hours worked in a specified
period.

12.8 Seasonal Hours Working — Similar to the above arrangement, employees may
work seasonal work patterns. This may include a period of zero hours working
and the salary will be pro-rated and paid annually for all hours worked over a 12
month period.

12.9 Compressed Hours — Working compressed hours allows a member of staff to
work fewer days overall by working longer hours on the days that they do attend.
This can mean for example that they work a 9-day fortnight or a 4.5/4 day week.
This pattern can be agreed between employee and manager to ensure the work
pattern meets service delivery needs and that the agreed working day is not
excessive for the employee to manage.

12.10 Employment/Career Breaks - Subject to the needs of the service a member of
staff may take a break in employment (without pay and benefits) to look after
family, to travel, do voluntary work or undertake training. The
Employment/Career break will not affect continuous service calculations or
entittement. This is covered under the Council’'s Career Break procedures.

12.11 Buying Annual Leave - Members of staff may, subject to the needs of the
service, buy additional annual leave with a reduction in monthly salary. Further
details are available in the Scheme of Enhanced Leave procedures.

13. Responsibilities

13.1 Managers are expected to:

e Foster a culture of trust in working relationships.

e Consider current and foreseeable operational needs of the service and how
different working arrangements could affect these.

e Consider the potential impact on other employees, internal and external
customers and clients.

e Continue to measure the performance and output of all employees to maintain
service standards.

e Decide whether flexible working arrangements can be supported, taking into
account such factors as the staff members role and operational needs of the
service.

e Determine whether the flexible working arrangement can be agreed on a
temporary or permanent basis.

e Confirm any changes to the service HR Business Partner

e Deal with all requests on a consistent and fair basis.

¢ Explain and evidence the reasons for refusal.

Work Life Balance and Flexible Working Procedure
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13.2 Employees are expected to:

e Co-operate with management to facilitate a culture of trust.

e Outline, in their request, how they see their role and duties being fulfilled under
the proposed flexible working arrangements.

e Collaborate with their line manager during the request process.

e Ensure the timing of their request allows sufficient opportunity for the line
manager to fully consider the request.

15. ALTERNATIVE WAYS OF WORKING

15.1 When considering alternative ways of working for employees, this includes both
looking at where work is carried out and also considering how work is carried
out.

16. HOMEWORKING - KEY POINTS

16.1 Homeworking is one alternative way of working which may be suitable for some
job roles within the Council. There are different degrees of homeworking — this
could be working almost entirely at home while others work from home only
occasionally. In most job roles, it would be very unlikely that homeworking on a
permanent full-time basis is the most effective way of working for both the
employee and the Council. Research by ACAS has also found that mix of
working from the office and home gives the best results in job satisfaction, work
performance and reducing stress.

16.2 Line managers must consider if both the job role and the job holder are suitable
for homeworking (as outlined below). It should also be remembered that
homewaorking may be considered as a reasonable adjustment to allow a
disabled employee to continue working or be able to work more effectively. If
this is the reason for a homeworking request, this should be discussed with your
Service HR Business Partner.

17 CONSIDERATION OF ROLE

17.1 Many roles may be suitable for home working, but others may not.
Consideration should include:

Team working

Face-to-face supervision

Equipment (and will it be cost-effective to install in the home?)
Equipment which can only be in the office location

17.2 Whilst homeworking can be seen as an attractive option, it will not suit
everyone. A homeworker needs to be able to cope with working on their own
with little supervision. Homeworkers ideally need to be:
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e Able to spend long periods on their own and be confident working without
supervision

e Self-disciplined and self-motivated

e Able to separate work from home life

17.3 Homeworking can present challenges to both managers and employees. For
line managers, this can include effectively managing staff who work away from
the main work location. For employees, it can include feelings of isolation and
managing the boundaries between home and work life.

18. GETTING STARTED

18.1 A CheckKlist is available for both manager and employees in setting up home
working (Appendix 3). A start date should be mutually agreed and a review date
or trial period if the manager feels this would be helpful, to review how the
arrangements put into place are working in practice for both parties.
Homeworking is a privilege, not a right, and as such even if agreed on a
permanent basis the employee should be made aware that if business needs
change or any issues arise, this can be withdrawn. However this should be with
notice and reasons given, and line managers must ensure fairness at all times.

19. MANAGING HOMEWORKERS

19.1 Line managers may find managing homeworkers more difficult than managing
office-based staff. Some key areas for managers to be aware of are:

e Building trust between manager and homeworker

o Agreeing how work performance and output will be supervised and
measured

« Communicating effectively

19.2 A lack of trust can be the biggest barrier to achieving successful homeworking. It
can be challenging for managers who prefer face-to-face supervision.

19.3 Managers should make sure the employee knows what is expected of them
within their role and how they are expected to work in sharing information and
ideas with both managers and colleagues.

19.4 At regular one to ones progress should be discussed and this is also an
opportunity for line managers or employees to raise any concerns.

19.5 If homeworking is agreed on an “ad-hoc basis” as mentioned before rather than
a fixed work pattern, it should be agreed how this will be requested or utilised,
for example if an employee is required to meet a deadline for a piece of work
which requires concentration for longer periods of time, this may be an ideal
time for homeworking to come into effect. Equally, if within a team there are
issues around cover or service delivery needs, for example at peak holiday
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times or at a particularly busy time of year, employees would be expected to be
flexible with any homeworking arrangements which are in place.

20. HEALTH AND SAFETY FOR HOMEWORKERS

20.1 Employers have a duty of care for all their employees, and the requirements of
the health and safety legislation apply to homeworkers. The employer is
responsible for carrying out a risk assessment to check whether the proposed
home workplace's ventilation, temperature, lighting, space, chair, desk and
computer, or any kind of workstation, and floor are suitable for the tasks the
homeworker will be carrying out.

20.2 The employer is responsible for the equipment it supplies, but it is the
employee's responsibility to rectify any flaws in the home highlighted by the
assessment. Once the home workplace has passed the assessment, it is the
employee who is responsible for keeping it that way.

21. STORAGE OF CONFIDENTIAL DATA AND TRANSPORTATION OF
DOCUMENTS

21.1 Confidential documentation, wherever possible, should not be removed from the
office location. Where this is required to be transported or stored in another
location, it is the employee’s responsibility to ensure this is handled in a secure
manner and in compliance with GDPR and data protection. Any loss of data, or
potential data breaches MUST be reported immediately.

22. MOBILE/PERIPATETIC WORKERS — WORKERS WITH NO FIXED WORK
BASE

22.1 There are a number of employee/employer relationships which are now different
from the traditional 9-5 job. A person's employment status will determine their
rights and their employer's responsibilities.

22.2 A peripatetic worker is someone who works in multiple locations. It refers to
someone who works away from their normal work base, or can also refer to
someone who has no fixed work base. For example a peripatetic teacher will
travel from school to school providing a service.

23. KEY POINTS FOR CONSIDERATION

23.1 A health and safety risk assessment for these workers should be undertaken,
taking into account the fact that they will be working away from the normal work
base, or will have no base, and also what types of work will be carried out.

23.2 Time on-call can be classed as working time in certain circumstances.
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23.3 Time spent travelling from home to the place of work (both at the beginning and
end of the work day) would usually count as working time under this type of
contract.

24.  WHEN WE CONSIDER HOW WORK IS CARRIED OUT:

24.1 Flexi-Time: Flexi time is a form of flexible working that allows employees to
accumulate additional hours that can be exchanged (with the prior agreement of
their line manager) for the equivalent amount of time off.

This can work very well to motivate employees to cover business needs even
outwith their fixed work pattern “core hours” and improve flexibility and service
delivery. Equally it allows the employee in quieter times to enjoy additional
leave for improved work/ life balance.

The band for flexible working allows you 1 hour of flexibility at the beginning
and at the end of your working day.

If you work in an office which operates standard opening times for example 9am
to 5pm, the band will be 8am to 6pm. Note: Where the standard hours are 9am
to 5pm an employee would be unable to accrue any hours prior to 8am or after
6pm unless prior agreement reached with their line manager.

Flex days should be requested in the same manner as annual leave through the
I-Trent system and can be refused for business reasons/ office cover etc.

24.2 However. Flexi-time is not suitable for all roles, for example a customer-facing
role with fixed hours of cover, and therefore must be agreed between line
manager and employee. A maximum of 13 flexi days, or combination of full and
half days, can be taken in a full year. Flex sheets must be kept up to date and
can be checked by line managers at any point. Any abuse of the flex-time
scheme may result in this being withdrawn or in a formal Disciplinary process for
the employee for a serious abuse of the scheme.

Credit hours are the times worked in excess of contractual hours within the
settlement period. Debit hours are the number of hours worked less than the
normal contractual hours.

Within the scheme the maximum credit balance which you can normally carry
into the next settlement period is 2 working days.

The maximum debit which you may normally carry forward is 1 working day.
With prior agreement, your Service Manager may allow a greater deficit to
accrue up to 2 working days, for example severe weather or to assist you with
urgent childcare problems. Your manager will only consider allowing a carry
over debit of more than 2 working days in exceptional circumstances.

The above times are pro-rata for staff who work non standard working hours.
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Routine GP appointments or dental treatments should normally be arranged at the
beginning or end of the working day, whenever possible. No credit will be received
for these appointments.

Non-routine appointments should be agreed with your manager, in advance where
possible and may count as a credit under the scheme, for more details please refer
to the Special Leave procedures.

25. TOIL — TIME OFF IN LIEU

25.1 There may be times when it is appropriate for time off in lieu to be granted (for
example for an employee working overtime). This must be pre-authorised by the
line manager and the compensatory time off requested in the usual manner, in line
with service requirements. All TOIL must be calculated on the same equivalent
basis as payment would have been made.

26. PROCESSING OF PERSONAL DATA

26.1 The Council processes personal data collected as part of this procedure in
accordance with its data protection procedure. In particular, data collected as
part of this process is held securely and accessed by, and disclosed to,
individuals only for the purposes necessary to action and manage this
procedure.

27. MONITORING AND REVIEW

27.1 Both Senior Management and Trade Union Representatives shall monitor the
effectiveness of this procedure on an ongoing basis. Amendments will be made
as and when deemed necessary and, where appropriate, after consultation with
recognised trade unions.
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Equality Impact Assessment

Policy Name Work Life Balance and Flexible Working Procedure
Department HR
Policy Lead Sarah Farmer

Equality Impact Assessment

Stage 1 EQIA completed Yes

Stage 2 EQIA completed
No

* In no please provide rationale
Policy applies equally to all Council employees and does not negatively impact on any

group which falls within any of the 9 protected characteristics

Date Approved

Review Date
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Equality and Fairer Scotland Impact Assessment - Screening Appendix 7

Title of Policy: Special Leave Procedure

Service: Human Resources
Team: Human Resources
Will the policy have to go to Council or committee for approval Yes
Is it a major policy, significantly affecting how functions are delivered? No
Does it relate to functions that previous involvement activities have identified as being NoO
important to particular protected groups?
Does it relate to an area where the Council has set equality outcomes? No
Does it relate to an area where there are known inequalities? Yes
Does it relate to a policy where there is significant potential for reducing inequalities or No
improving outcomes?
IF YES TO ANY - Move on to an Equality & Fairer Scotland Assessment
IF NO - Explain why an Equality & Fairer Scotland Assessment is not required
APPROVAL

NAME DESIGNATION DATE

NB This screening exercise is not to be treated as an assessment of impact and therefore does not need to
be published. However, if you decide not to assess the impact of any policy, you will have to be able to
explain your decision. To do this, you should keep a full record of how you reached your decision.
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Equality and Fairer Scotland Impact Assessment - Scoping

Purpose of the proposed policy or changes to established policy

This Procedure aims to ensure that staff who are genuinely in need of time off to deal with an
emergency or to carry out a public or civic duty are treated fairly. The Procedure describes three
different types of Special Leave which relate to Balancing Work and Family Life; National, Public and
Community Emergency Service; and Other Leave, which includes leave for religious worship and exam
leave. It sets out the circumstances in which leave is paid or unpaid, and should make managers and
employees aware of what leave arrangements may be available to them. It states that operational
requirements may impact on approval, and refers staff to other relevant policies such as the Continuing
Further Education Policy.

Which aspects of the policy are particularly relevant to each element of the Council’s
responsibilities in relation to the General Equality Duty and the Fairer Scotland Duty?

General Equality Duty -

» Eliminating unlawful discrimination, harassment and victimisation and other prohibited
conduct

The provision of Special Leave could assist with the elimination of discrimination for protected groups
who may require leave which is associated with their protected characteristic(s). For example, in the
UK, many public holidays are scheduled around the Christian calendar, and people with other religions
or beliefs may be treated unfairly if they are unable to request leave to celebrate their religious festivals.
Other examples include single parents, where, nationally, 92% are female. Single parents may not have
alternative caring arrangements and are at more risk of being in poverty, and therefore a Procedure to
allow for special leave could assist in the elimination of barriers.

» Advancing equality of opportunity between people who share a relevant protected
characteristic and those who do not

Having due regard for advancing equality involves removing or minimising disadvantages suffered by
people due to their protected characteristics. The Council’s proposals for the provision of Special Leave
should assist with miminising disadvantages for employees who share protected characteristics. For
example, an employee may be responsible for caring for a family member with a disability, and this
Procedure sets out arrangements which could minimise disadvantages which they may face. This
element of the Duty also involves taking steps to meet the needs of protected groups where these are
different to the needs of other people, and this Procedure provides particular provisions which are
relevant to the needs of protected groups. The last element of this part of the Duty is encouraging
people from protected groups to participate in public life or in other activities where their participation is
disproportionately low. The promotion of the availability of Special Leave for national, public or
community emergency service could increase the diversity of protected groups who patrticipate in public
life.

» Fostering good relations between people who share a protected characteristic and those
who do not.

While it is noted that the availability of leave for public service could indirectly assist with the promotion
of understanding between different groups, this element of the Duty is more relevant to the Council’s
role as a service provider, and there is relatively limited direct relevance to this particular Procedure.

Fairer Scotland Duty -

» Reducing inequalities of outcome caused by socioeconomic disadvantage

This Procedure should assist with the retention of staff, and maintaining employment can be extremely
important for protected groups who have a higher level of poverty. For example, poverty rates are
higher for households with a disabled adult, and the employment rate for people with a disability is
significantly lower than the employment rate for people who do not have a disability. Levels of
socioeconomic disadvantage are also more frequent for other protected groups including lone parents
who are predominantly female, and Black, Asian or Minority Ethnic (BAME) groups.
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To which of the equality groups is the policy relevant?

Protected
Characteristic

Yes/No*

Explanation

Age

Yes

Older people are more likely to have long term health conditions
which may mean that they need to attend preventative medical
appointments. The Council’s staff data shows that the age group
with the highest number of incumbents is 51-60 (31.9%), and that
8.2% of staff are aged 60 and over.

The Procedure also allows for reasonable time to attend interviews
for those who are on the Council’s redeployment register, which
should assist in reducing barriers for older people who have a
higher unemployment rate. The Procedure should also assist staff
who are caring for older people and require emergency leave.

Disability

Yes

Staff data shows a relatively high “Compare Not to Say” response in
relation to disclosure of a disability (39.5%). At a national level, it is
estimated that 1 in 10 people who are economically active have a
disability or long term health condition.

This Procedure should assist with the mitigation of discrimination by
association, as some long-term health conditions or disabilities can
present acutely, and may constitute emergencies, such as an
epileptic episode. The approach which is outlined includes the
Council’'s commitment to being a caring and supportive employer,
which should remove or minimise disadvantages. The Procedure
also encourages staff to obtain advice from HR as a degree of
flexibility for special arrangements can be made in certain
circumstances. This demonstrates that the Council is paying due
regard to meeting the needs of protected groups.

The Procedure also allows for reasonable time off without loss of
pay for the purpose of preventative medical examination at hospital,
which should assist with mitigating the risk of unfair treatment of
staff with a disability.

Gender
Reassignment

No

There is limited relevance with Special Leave and this particular
characteristic. It is noted that trans people who are receiving
medical treatment may apply for Special Leave for medical
appointments. It is also noted that this Procedure could cover
employees who are carers of trans people and who are attending
medical appointments.

Marriage and civil
partnership

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds that they are
married or in a civil partnership.

Pregnancy and
Maternity

No

Time off for ante natal appointments can be accommodated through
the Council’s [Maternity] Policy.

Race

Yes

4% of staff have indicated that they are BAME. There can be a
cross over with race in that BAME groups in Scotland are more
likely to affiliate with minority religions. This Procedure allows for
paid leave for employees who observe religious holidays or festivals
other than those allocated by the Council, which complements the
Council’s duty to pay due regards to the need to minimise
discrimination.

The Procedure also states the Council’s aim of accommodating
employees who are called on to carry out public duties. This
complements the General Equality Duty as it could increase the
number of staff who carry out such duties, and the EHRC’s How
Fair is Britain’s Report shows that BAME groups are less likely to
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take part in civic activity.

Religion and Belief

Yes

1.2% of staff have indicated that they affiliate with a minority
religion. (9.7% of staff Preferred Not to Say).

As referred to above, some national public holidays are centred
around the Christian faith, and this Procedure allows for paid leave
for observants of other faiths.

Sex

Yes

Special Leave is available to those who work part time, which
should assist with minimising discrimination against women, who
more frequently work part time compared to men (in Scotland, 86.9
per cent of men in employment are in full time employment
compared to 57.5 per cent of women) There are more women than
men who are employed by the Council (71.3% of staff excluding
teachers are female compared to 28.7% of men).

It is recognised for those some categories of staff such as term time
staff it may not be possible to agree to some categories of special
leave. This does not amount to indirect discrimination as it is
classed as a proportionate means of achieving a legitimate aim i.e.
the contractual requirement for those staff to be in attendance
during school time.

Lone parents are more frequently female and face a higher level of
poverty, and this Procedure could assist with their retention.
Special Leave can also be granted in the event of disruption to the
care of a dependent or an incident involving children at
school/childcare.

The Procedure notes that Special Leave is available for those who
have experienced domestic abuse, and this is experience is more
prevalent for females. The provision of Special Leave in these
circumstances also complements the Council’s commitment to
supporting the national priority of preventing gender based violence.
The overall commitment to support staff who have family/caring
commitments which the Council express also demonstrates paying
due regard to the General Equality Duty as more women than men
are primarily responsible for arranging childcare, which can
contribute to the gender pay gap.

Sexual Orientation

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people related to their sexual
orientation.

* Delete as required
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What evidence is already available about the needs of relevant groups, and
where are the gaps in evidence?

The evidence referred to above includes evidence from Scotland’s Census Results, the Equality and
Human Rights Commission, regional employment patterns, publications on poverty and income
inequality, the Scottish Health Survey and statistics published by Police Scotland.

In terms of internal evidence, reference has been made to the most recently published staff equality
data.

With reference to gaps, there is currently no equality data relating to grievances by staff who allege
that their application for Special Leave has not been allowed. There is also a high rate of staff who
responded “Prefer Not to Say” in relation to whether they have a disability.

Which equality groups and communities might it be helpful to involve in the development of
the policy?

Given that this Procedure applies to staff, management and union representatives have been involved
in the development of the policy.

Next steps

In order to better meet the General Equality Duty, the Council will take steps to ensure that this
Procedure is applied fairly. These steps will include:
e Encouraging staff to disclose a disability, in order to assist with monitoring the impact of this
Procedure
e Raising awareness with managers of the need to act fairly and impartially
¢ Monitoring grievance data relating to the implementation of this Procedure
¢ Encouraging managers to be mindful of the Council’s commitment to support staff and to take
into account the needs of protected groups
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Equality and Fairer Scotland Impact Assessment - Decision

Evidence findings

The evidence shows there are circumstances in which the reason for an application for Special Leave
can be related to protected characteristics, and that the Council’s approach demonstrates that it has
taken steps to meet the needs of protected groups. The provision of paid leave in applicable
circumstances should also assist with minimising disadvantages faced by protected groups. The
overall commitment to support employees who may need this leave should assist the Council in
demonstrating that it has paid due regard to the General Equality Duty. The Procedure should support
the retention of staff, and mitigate the potential for reduced income, which complements the Council’s
Fairer Scotland Duty.

Details of engagement undertaken and feedback received

This Procedure has been developed in consultation with recognised trade unions, and has been
reviewed by the strategic leadership group and will be reviewed for final consideration for approvals by
tripartite.

Decision/recommendation

Having considered the potential or actual impacts of this policy, the following decision/
recommendation is made:

=

ick | Option 1: No major change

The assessment demonstrates that the policy is robust. The evidence shows no potential for
unlawful discrimination and that all opportunities have been taken to advance equality of
opportunity and foster good relations, subject to continuing monitoring and review.

|\|

Option 2: Adjust the policy — this involves taking steps to remove any barriers, to better
advance equality or to foster good relations. It may be possible to remove or change the aspect
of the policy that creates any negative or unwanted impact, or to introduce additional measures
to reduce or mitigate any potential negative impact.

Option 3: Continue the policy — this means adopting or continuing with the policy, despite the
potential for adverse impact. The justification should clearly set out how this decision is
compatible with the Council’s obligations under the duty.

Option 4: Stop and remove the policy — if there are adverse effects that are not justified and
cannot be mitigated, consideration should be given to stopping the policy altogether. If a policy
leads to unlawful discrimination it should be removed or changed.

Justification for decision

This assessment finds no indication that the Procedure will unlawfully discriminate against protected
groups, and that a systematic approach has been taken to ensure that the Procedure conscientiously
takes into account diverse needs and circumstances. Steps to monitor the equality impact have been
agreed, along with practice to promote fair use.

APPROVAL

NAME DESIGNATION DATE

124




Equality and Fairer Scotland Impact Assessment - Screening Appendix 8

Title of Policy: Adverse Conditions and Travel Disruption Policy

Service: Partnerships and Performance
Team: Human Resources
Will the policy have to go to Council or committee for approval Yes
Is it a major policy, significantly affecting how functions are delivered? Yes
Does it relate to functions that previous involvement activities have identified as being NoO
important to particular protected groups?
Does it relate to an area where the Council has set equality outcomes? No
Does it relate to an area where there are known inequalities? No
Does it relate to a policy where there is significant potential for reducing inequalities or No
improving outcomes?
IF YES TO ANY - Move on to an Equality & Fairer Scotland Assessment
IF NO - Explain why an Equality & Fairer Scotland Assessment is not required
APPROVAL

NAME DESIGNATION DATE

NB This screening exercise is not to be treated as an assessment of impact and therefore does not need to
be published. However, if you decide not to assess the impact of any policy, you will have to be able to
explain your decision. To do this, you should keep a full record of how you reached your decision.
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Equality and Fairer Scotland Impact Assessment - Scoping

Purpose of the proposed policy or changes to established policy

The purpose of the procedure is to provide guidance in the event of the following emergencies:
Extreme adverse weather defined as red warnings by the Met Office.

Transport disruption, including strike action and flight delays;or

Major incidents affecting travel or public safety

It sets out circumstances where business closure will take place and clearly outlines under the Civil
Contingencies Act that the council is required to continue to operate essential services and makes
reference to employees making themselves aware of the business continuity plan.

The procedure makes reference to alternative working arrangements and notes a number of options
regarding when individuals are unable to attend work to ensure no one is at a financial disadvantage.

Which aspects of the policy are particularly relevant to each element of the Council’s
responsibilities in relation to the General Equality Duty and the Fairer Scotland Duty?

General Equality Duty -

» Eliminating unlawful discrimination, harassment and victimisation and other prohibited
conduct

The procedure provides advice for employees in the event of school closures, care of children and
other dependants. It is noted that individuals may be entitled to time off in certain circumstances under
the Urgent Domestic Distress.

This ensures that employees with children who have caring responsibilities are not discriminated
against and provided with opportunity to deal with domestic situations within this procedure. This
provision within the procedure could assist with the elimination of discrimination given that caring
responsibilities often fall to females taking into account for example single parents, where nationally,
92% are female.

» Advancing equality of opportunity between people who share a relevant protected
characteristic and those who do not

Having due regard to advancing equality involves removing or minimising disadvantages suffered by
people due to their protected characteristics. The procedure should minimise disadvantages as it
allows for consideration for individual circumstances and not just for individuals who have a protected
characteristic.

The procedure covers options for employees should they be unable to attend work such as an
alternative place of work or home working. The procedure also provides for a number of options for
consideration to ensure that employees are not put a disadvantage from a financial perspective should
they not be able to utilise options such as working from home or alternative place of work.

» Fostering good relations between people who share a protected characteristic and those
who do not.

All employees will be treated in the same way in terms of the way the procedure is implemented but
employees who do have a disability will be considered in terms of difficulties that they may encounter
as will other individuals who do not such as employees who are pregnant, have caring responsibilities
or responsibilities for elderly parents.

The consideration of individuals circumstances along with a number of alternative options to be
considered where employees can not attend work ensures that employees who share a protected
characteristic and those who do not will not be subject to a financial determinant. This helps assist in
fostering good relations between people who share a protected characteristic and those who do not.

Page 2 of 8
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Fairer Scotland Duty -

» Reducing inequalities of outcome caused by socioeconomic disadvantage

The procedure takes into consideration socioeconomic disadvantage by considering such things as
when an individual may be asked to work from an alternative council location that the Council’ Excess
Travel Policy may apply. This ensures that no individual is at a financial determinant because of the
procedure in place.

Where individuals are working within an role which is deemed essential to ensure the continued
running of essential services under the Civil Contingencies, they are guided to liaise with their line
manager for assistance with transportation where necessary, this again ensures no disadvantage is
experienced.

Options are noted within the procedure of how absences from work due to adverse weather can be
dealt with, all the options noted ensure that there is no financial determinant to staff.

The above noted points are extremely important as for protected groups who have a higher level of
poverty. For example, poverty rates are higher for households with a disabled adult, and the
employment rate for people with a disability is significantly lower than the employment rate for people
who do not have a disability. Levels of socioeconomic disadvantage are also more frequent for other
protected groups including lone parents who are predominantly female, and Black,Asian or Minority
Ethnic (BAME) groups.

Page 3 of 8
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To which of the equality groups is the policy relevant?

Protected Characteristic

Yes/No*

Explanation

Age

Yes

It applies to all employees of the Council irrespective of their age. The council’s data shows
that the age group with the highest number of incumbents is 51-60 (31.9%), and that 8.2% of
staff are aged 60 or over.

The procedure allow for individuals irrespective of age access to potential options to continue
to work where they are unable to get to their place of work.

Disability

Yes

It applies to all employees of the Council whether they have a disability or not. Consideration
would be given to individuals own circumstances regarding attending work.

Managers will take into consideration if the employees disability is providing further difficulties
on them attending work due to adverse conditions and travel disruption.

Staff data shows a relatively high “Compare Not to Say” response in relation to disclosure of
a disability. At a national level, it is estimated that 1 in 10 people who are economically active
have a disability or long term condition.

Where appropriate PEEPs will be in place for staff with certain disabilities that may come into
place in some of the given situations covered in the Adverse Conditions and Travel
Disruption Policy.

The procedure ensure that individuals with a disability are not disadvantaged, the fact that
there are alternatively options for consideration ensure employees who have further difficulty
to attend work will have the ability to still work. Another important point to note that the
council is ensuring that other options can be considered regarding covering the time lost
ensures no one with a disability is unfairly treated and at a financial determinant.

Gender Reassignment

No

Employees who are undergoing gender reassignment would also be covered by this
procedure.

Information is not collected in relation to Gender Reassignment within the Mainstreaming
Equality and Diversity Report, however upon further investigation GIRES estimated that
between 0.6% and 1.0% of the population were trans. As of 2011, 12,500 adults in the UK
had sought medical interventions related to their gender dysphoria. The number of trans
people accessing Gender Identity Clinics each year is increasing.Trans people seek medical
assistance with their transition at any age. The median age is 42.

While we do not record whether individuals identify as transgender in the mainstreaming
report this is an area that we record information on our HR information system.

Although this procedure is of limited relevance to individuals undergoing gender
reassignment, as all employees have the option to ensure they are not at a financial
determinant there will be no disadvantage to individuals going through gender reassignment.

Marriage and civil
partnership

No

All individuals regardless of relationship status are covered by this procedure. It is however
submitted that this protected characteristic is not directly relevant to this procedure and it is
not anticipated that there could be any differential impact on people on the grounds that they
are married or in a civil partnership.

Pregnancy and Maternity

Yes

The procedure applies to individuals who are pregnant but not on maternity leave. Where
individuals are pregnant then appropriate risk assessment will take place by the individual
and the Council.Risk assessment will take place with the manager and employee on the
given circumstances.

Race

No

The procedure applies to all employees of the Council. 4% of staff have indicated that they
are BAME. The procedure is of limited relevance to this protected characteristic given it
applies to all employees.

Religion and Belief

Yes

The procedure applies to all employees of the Council. The procedure is of limited relevance
to this protected characteristic given it applies to all employees.

Sex

Yes

The procedure applies to all employees of the Council regardless of whether they are male or
female. There are more women than men who are employed by the Council (71.3% of staff
excluding teachers are female compared to 28.7% of men).

Lone parents are more frequently female and face a higher level of poverty. The procedure
ensures that females are not disadvantaged by specifically having reference to childcare and
care of dependants. The procedure ensures no financial determinant

Sexual Orientation

No

The procedure applies to all employees of the Council regardless of their sexual orientation.
It is submitted that this protected characteristic is not directly relevant to this Procedure and it
is not anticipated that there could be any differential impact on people related to their sexual
orientation.
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What evidence is already available about the needs of relevant groups, and
where are the gaps in evidence?

The evidence referred to above includes evidence from Scotland’s Census Results, the Equality and
Human Rights Commission, regional employment patterns, publications on poverty and income
inequality, the Scottish Health Survey and statistics published by Police Scotland.

In terms of internal evidence, reference has been made to the most recently published staff equality
data.

In reference to gaps, there is currently no equality data relating to individuals raising issues on being
discriminated against due to the situations outlined in the adverse conditions policy/procedure.

Which equality groups and communities might it be helpful to involve in the development of
the policy?

Representatives of different areas of the Council as well as trade union representatives from a number
of recognised unions have been involved in the development of the policy and procedure to ensure it
meets the needs of the employees of Clackmannanshire Council.

Next steps

In order to better meet the General Equality Duty, the Council will take steps to ensure the procedure
is applied fairly: These steps will include:

Encouraging staff to raise where they may have concerns regarding childcare/dependant care
responsibilities.

Raising awareness with managers of the need to act fairly and impartially.

Encouraging managers to be mindful of the Council’s commitment to support staff and take into
account the needs of protected groups.

Page 5 of 8
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Equality and Fairer Scotland Impact Assessment - Decision

Evidence findings

The findings show that we are ensuring that unlawful discrimination is eliminated by reviewing
individuals who are covered by the Equality Act and ensuring that we consider options such as
adjustments for disability for example, further flexibility and understanding of those with caring
responsibilities.

Advance equality of opportunity as the procedure applies to all employees equally but there is
awareness of appropriate steps to be taken in relation to certain protected characteristics.

Foster good relations between those that do share a protected characteristic and those that do not as
we have ensured we have followed a robust consultation process to take on board comments from
different staff groups.

Details of engagement undertaken and feedback received

The policy and procedure has been to policy group which is comprised of management
representatives and trade union representatives. Noted comments have been considered and
discussed and changes made where appropriate. Comments made and responses are contained
within the summary response documents saved alongside this document.

Decision/recommendation

Having considered the potential or actual impacts of this policy, the following decision/
recommendation is made:

=

ick | Option 1: No major change

The assessment demonstrates that the policy is robust. The evidence shows no potential for
unlawful discrimination and that all opportunities have been taken to advance equality of
opportunity and foster good relations, subject to continuing monitoring and review.

|\|

Option 2: Adjust the policy — this involves taking steps to remove any barriers, to better
advance equality or to foster good relations. It may be possible to remove or change the aspect
of the policy that creates any negative or unwanted impact, or to introduce additional measures
to reduce or mitigate any potential negative impact.

Option 3: Continue the policy — this means adopting or continuing with the policy, despite the
potential for adverse impact. The justification should clearly set out how this decision is
compatible with the Council’s obligations under the duty.

Option 4: Stop and remove the policy — if there are adverse effects that are not justified and
cannot be mitigated, consideration should be given to stopping the policy altogether. If a policy
leads to unlawful discrimination it should be removed or changed.

Justification for decision

Option 1 — Given that consultation has taken place with relevant parties in terms of representatives of
areas of the council as well as trade union representatives as well, the

Council has ensured appropriate consultation.

As outlined previously evidence is provided to show how the procedure addresses areas where
discrimination could arise and ensure equality of opportunity among employees.
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Equality and Fairer Scotland Impact Assessment - Screening Appendix 9

Title of Policy: Work Life Balance and Flexible Working Procedure

Service: Human Resources
Team: Human Resources
Will the policy have to go to Council or committee for approval Yes
Is it a major policy, significantly affecting how functions are delivered? No
Does it relate to functions that previous involvement activities have identified as being NoO
important to particular protected groups?
Does it relate to an area where the Council has set equality outcomes? No
Does it relate to an area where there are known inequalities? No
Does it relate to a policy where there is significant potential for reducing inequalities or No
improving outcomes?
IF YES TO ANY - Move on to an Equality & Fairer Scotland Assessment
IF NO - Explain why an Equality & Fairer Scotland Assessment is not required
APPROVAL

NAME DESIGNATION DATE

NB This screening exercise is not to be treated as an assessment of impact and therefore does not need to
be published. However, if you decide not to assess the impact of any policy, you will have to be able to
explain your decision. To do this, you should keep a full record of how you reached your decision.
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Equality and Fairer Scotland Impact Assessment - Scoping

Purpose of the proposed policy or changes to established policy

This Procedure aims to support employees to achieve a better balance between work and their other
priorities, such as caring responsibilities, leisure activities, further learning and other interests. The
Council is committed to supporting flexible working arrangements, provided that the needs and
objectives of both the organisation and the employee can be met.

Which aspects of the policy are particularly relevant to each element of the Council’s
responsibilities in relation to the General Equality Duty and the Fairer Scotland Duty?

General Equality Duty -

» Eliminating unlawful discrimination, harassment and victimisation and other prohibited
conduct

The provision of flexible working and flexible ways of working could assist with the elimination of
discrimination for protected groups who may require more flexibility which is associated with their
protected characteristic(s). For example, returning from maternity leave. Other examples include single
parents, where, nationally, 92% are female. Single parents may not have alternative caring
arrangements and are at more risk of being in poverty, and therefore a Procedure to allow for flexible
working could assist in the elimination of barriers.

» Advancing equality of opportunity between people who share a relevant protected
characteristic and those who do not

Having due regard for advancing equality involves removing or minimising disadvantages suffered by
people due to their protected characteristics. The Council’s proposals for the provision of flexible
working should assist with minimising disadvantages for employees who share protected
characteristics. For example, an employee may be responsible for caring for a family member with a
disability and therefore need a more flexible working pattern, and this Procedure sets out arrangements
which could minimise disadvantages which they may face. This element of the Duty also involves taking
steps to meet the needs of protected groups where these are different to the needs of other people, and
this Procedure provides particular provisions which are relevant to the needs of protected groups.

It is recognised for those some categories of staff such as term time staff it may not be possible to
agree to alternative ways of working this does not amount to indirect discrimination as it is classed as a
proportionate means of achieving a legitimate aim i.e.g the contractual requirement for those staff to be
in attendance during school time.

» Fostering good relations between people who share a protected characteristic and those
who do not.

This element of the Duty is more relevant to the Council’s role as a service provider, and there is
relatively limited direct relevance to this particular Procedure.

Fairer Scotland Duty -

» Reducing inequalities of outcome caused by socioeconomic disadvantage

This Procedure should assist with the retention of staff, and maintaining employment can be extremely
important for protected groups who have a higher level of poverty. For example, poverty rates are
higher for households with a disabled adult, and the employment rate for people with a disability is
significantly lower than the employment rate for people who do not have a disability. Levels of
socioeconomic disadvantage are also more frequent for other protected groups including lone parents
who are predominantly female, and Black, Asian or Minority Ethnic (BAME) groups.
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To which of the equality groups is the policy relevant?

Protected
Characteristic

Yes/No*

Explanation

Age

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds of age.

Disability

Yes

Staff data shows a relatively high “Prefer Not to Say” response in
relation to disclosure of a disability (39.5%). At a national level, it is
estimated that 1 in 10 people who are economically active have a
disability or long term health condition.

The approach which is outlined includes the Council’'s commitment
to being a caring and supportive employer, which should remove or
minimise disadvantages. The procedure in particular references
changes to working patterns to be considered as a reasonable
adjustment for this purpose and makes clear if a manager cannot
accommodate this, this must be discussed first with HR. This
demonstrates that the Council is paying due regard to meeting the
needs of protected groups.

Gender
Reassignment

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds of gender
reassignment

Marriage and civil
partnership

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds that they are
married or in a civil partnership.

Pregnancy and
Maternity

Yes

Time off for ante natal appointments can be accommodated through
the Council’'s Family Friendly policies and procedures. However,
this procedure may support those who need to reduce or amend
work patterns due to pregnancy and more commonly will positively
promote and encourage consideration of flexible working, which
should assist those returning from maternity leave who may have
new or different childcare needs than before maternity.

Race

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds of race.

Religion and Belief

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people on the grounds of religion and
belief.

Sex

Yes

This procedure opens up flexible working to all staff with the
required service and includes example options such as job share
and part time working, which should assist with minimising
discrimination against women, who more frequently work part time
compared to men (in Scotland, 86.9 per cent of men in employment
are in full time employment compared to 57.5 per cent of women)
There are more women than men who are employed by the Council
(71.3% of staff excluding teachers are female compared to 28.7% of
men).
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Lone parents are more frequently female and face a higher level of
poverty, and this Procedure could assist with their retention.

Flexi time and home working which are included as alternative
modes of working could also assist with travel time and work/ life
balance and allow flexibility, which may particularly support female
workers as above.

The overall commitment to support staff who have family/caring
commitments which the Council express also demonstrates paying
due regard to the General Equality Duty as more women than men
are primarily responsible for arranging childcare, which can
contribute to the gender pay gap.

Sexual Orientation

No

It is submitted that this protected characteristic is not directly
relevant to this Procedure and it is not anticipated that there could
be any differential impact on people related to their sexual
orientation.

* Delete as required
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What evidence is already available about the needs of relevant groups, and
where are the gaps in evidence?

The evidence referred to above includes evidence from Scotland’s Census Results, the Equality and
Human Rights Commission, regional employment patterns, publications on poverty and income
inequality, the Scottish Health Survey and statistics published by Police Scotland.

In terms of internal evidence, reference has been made to the most recently published staff equality
data.

With reference to gaps, there is currently no equality data relating to grievances by staff who allege
that their application for alternative ways of working has not been allowed. There is also a high rate of
staff who responded “Prefer Not to Say” in relation to whether they have a disability.

Which equality groups and communities might it be helpful to involve in the development of
the policy?

Union engagement has been undertaken in the formation of this policy and procedure.

Next steps

In order to better meet the General Equality Duty, the Council will take steps to ensure that this
Procedure is applied fairly. These steps will include:
e Encouraging staff to update their sensitive personal information, in order to assist with
monitoring the impact of this Procedure
e Raising awareness with managers of the need to act fairly and impartially
¢ Monitoring grievance data relating to the implementation of this Procedure
e Encouraging managers to be mindful of the Council’s commitment to support staff and to take
into account the needs of protected groups
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Equality and Fairer Scotland Impact Assessment - Decision

Evidence findings

The evidence shows there are circumstances in which the reason for an application for alterative ways
of working can be related to protected characteristics, and that the Council’s approach demonstrates
that it has taken steps to meet the needs of protected groups. The provision of different ways/flexible
working should also assist with minimising disadvantages faced by protected groups. The overall
should assist the Council in demonstrating that it has paid due regard to the General Equality Duty.
The Procedure should support the retention of staff, and mitigate the potential for reduced income,
which complements the Council’s Fairer Scotland Duty.

Details of engagement undertaken and feedback received

This Procedure has been developed in consultation with recognised trade unions as part of its Policy
Group, In addition it will be reviewed by Tripartite and thereafter, if agreed, considered by the
Partnership and Performance Committee for formal adoption.

Decision/recommendation

Having considered the potential or actual impacts of this policy, the following decision/
recommendation is made:

=

ick | Option 1: No major change

The assessment demonstrates that the policy is robust. The evidence shows no potential for
unlawful discrimination and that all opportunities have been taken to advance equality of
opportunity and foster good relations, subject to continuing monitoring and review.

|\|

Option 2: Adjust the policy — this involves taking steps to remove any barriers, to better
advance equality or to foster good relations. It may be possible to remove or change the aspect
of the policy that creates any negative or unwanted impact, or to introduce additional measures
to reduce or mitigate any potential negative impact.

Option 3: Continue the policy — this means adopting or continuing with the policy, despite the
potential for adverse impact. The justification should clearly set out how this decision is
compatible with the Council’s obligations under the duty.

Option 4: Stop and remove the policy — if there are adverse effects that are not justified and
cannot be mitigated, consideration should be given to stopping the policy altogether. If a policy
leads to unlawful discrimination it should be removed or changed.

Justification for decision

This assessment finds no indication that the Procedure will unlawfully discriminate against protected
groups, and that a systematic approach has been taken to ensure that the Procedure conscientiously
takes into account diverse needs and circumstances. Steps to monitor the equality impact have been
agreed, along with practice to promote fair use.

APPROVAL

NAME DESIGNATION DATE
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