
 Briefing note  
  

 

To:    Finance and Corporate Services Scrutiny Board 1                        Date: 6th July 2023 
 
Subject:  Workforce Metrics. 
 

 

 

1 Purpose of the Note 
1.1 This report provides the current workforce analytics from numbers employed, turnover, 

starters, leavers, sickness absence, right through to agency workers. Where possible 
historical data has been included for comparative purposes. Although it should be noted 
this data will include years impacted by Covid and is reflected within the information 
provided. 

1.2 This report enables members to have a comprehensive overview of the HR metrics and 
provide an understand of the workforce metrics. 

2 Recommendations 
2.1 To note the contents of the report and some of the workforce challenges faced post-Covid.  

For example, the skill shortages/recruitment challenges in some areas as well as the 
measures being taken to address the issues. 

2.2 To acknowledge the work being undertaken to improve the range and access to data and 
the support work to improve areas of challenge such as sickness absence and where this 
work is showing signs of improvement for example in Street scene. 

2.3 Identify any recommendations for the Cabinet Member (Strategic Finance and Resources) 

3 Information/Background 
3.1 Currently the City Council as of the 19th of June 2023 has 5180 employees or 4153 FTE and 

turnover is currently at 16.66%. The breakdown below provides the details of numbers 
within each service and types of contracts. HR are now able to provide workforce analytical 
information due to the development of the data warehouse which has been a shared 
development between HR and IT. The information is refreshed daily and is accessible to 
directors and managers on their desktops. 

3.2 The data overleaf is a ‘snapshot’ of the type of information now available, and it is flexible 
enough to be able to view at service level and by category so for example, grade, contract 
type, occupied and vacant. 
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4.1 As evidenced by the next two tables, turnover is currently higher than it has been for a 
while. This is being impacted by a number of things, a slower recruitment process as 
managers are managing their budgets more prudently, there is a national shortage of social 
workers which is reflected in Children’s Services and therefore their vacancy rate. The 
service is working hard to address but has increased its use of agency workers to ensure 
the service can operate ‘safely’. Adults are also struggling to recruit and retain care staff 
which also shows in their figures. In addition, there are pressures in other areas (such legal 
services and in highways) as their technical roles can be quite specialist and the private 
sector pays higher salaries for these roles – causing attraction issues. 

4.2 The two tables below provide the breakdown over the last 5 years, with increases in 
employees taking place in 2019, 2020 and 2021 due to the increase in temporary contracts 
because of Covid. The pandemic also ‘slowed’ turnover, but the recent cost of living crisis 
has yielded a buoyant recruitment market. As a result, some areas- such as customer 
services- have found It more difficult than usual to fill vacant posts. 

 

 

CCC (Non School) Turnover Based on Headcount Excluding Casuals 

Year (12-month Period 
April to March): 

2018/2019 2019/2020 2020/2021 2021/2022 2022/2023 

Number of Employees at 
Period Start 

4346 4520 4608 4721 4814 

Number of Employees at 
Period End 

4506 4619 4725 4845 4750 

Average Employees in 
Period 

4426 4569.5 4666.5 4783 4782 

Number of Leavers in 
Period 

464 479 367 690 723 

Labour Turnover 
(percentage) 

10.48 10.48 7.86 14.43 15.12 
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CCC (Non School) Turnover Based on Headcount Including Casuals 

Year (12-month Period 
April to March): 

2018/2019 2019/2020 2020/2021 2021/2022 2022/2023 

Number of Employees at 
Period Start 

4791 4925 5060 5362 5225 

Number of Employees at 
Period End 

4916 5072 5384 5289 5194 

Average Employees in 
Period 

4853.5 4998.5 5222 5325.5 5209.5 

Number of Leavers in 
Period 

618 573 489 965 901 

Labour Turnover 
(percentage) 

12.73 11.46 9.36 18.12 17.30 

 
 

The next table provides the details of the new starters by service over the last 5 years.  
Points to note: the highest numbers are from the largest service areas and the recruitment 
challenges have previously been highlighted. Human Resources includes ICT which has had an 
investment to improve and increase cyber security-which created a growth in posts. Legal 
Services also now includes procurement and regulatory services and Streetscene recruitment 
has been impacted by the industrial action last year. 
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Financial Year: 2018/2019 2019/2020 2020/2021 2021/2022 2022/2023 

Services Group 
(excludes schools) 

New 
Starters 

Headcount 

New 
Starters 

Headcount 

New 
Starters 

Headcount 

New 
Starters 

Headcount 

New 
Starters 

Headcount 

20 Adult Services 114 139 144 137 155 

20 Business 
Investment & Culture 

57 62 80 71 60 

20 Children's Services 154 114 149 204 167 

20 Communities 75 68 31 58 74 

20 Corporate 
Communications 

1 2 0 1 3 

20 Education & Skills 85 84 261 119 133 

20 Finance & 
Corporate Services 

13 16 5 14 15 

20 Human Resources 
& Org Development 

19 30 26 18 20 

20 Legal & 
Governance Services 

26 45 30 28 42 

20 Project 
Management & 

Property Services 
13 10 16 20 14 

20 Public Health & 
Insight 

12 18 8 39 17 

20 Streetscene & 
Regulatory Services 

177 120 44 127 62 

20 Transportation & 
Highways 

17 24 13 15 25 

CCC total starters 
(headcount) 

759 732 805 851 787 

Financial Year 2018/2019 2019/2020 2020/2021 2021/2022 2022/2023 

 
 

Retention 
 

To support the recruitment and retention of our workforce (besides the salary, annual leave and 
pension), the council offers a range of other benefits. We continually seek to improve and 
develop these benefits so there is a wide and relevant offer for the workforce. The table below 
details the extent of what is provided by category, the majority being introduced over the last 
three years. 
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Children’s Services have also undertaken a wide range of work to attract and retain staff 
including the introduction of retention payments, reviewing roles and grades, introducing clinical 
supervision and regular health and well-being weeks 
 
The wider workforce has influenced our benefits work through several pulse surveys undertaken 
in the last 3 years namely June 2020, January 21, September 21, and July 22. As a result, based 
on the feedback from employees, we amended the agile and flexible working offer and revised 
the mental health support according to feedback from the surveys. A full staff survey will be 
undertaken supported by DJS Research Provider in Autumn 2023. 
 
Recognition has also been an important development of our reward strategy supporting retention.  
Cheers for Peers is very popular and is a way of sending a card to say thank you. The Spire 
Awards are the next step which is an event which celebrates those employees who go above and 
beyond and are made through peer nominations. A formal celebration event is held with the 
nominees and Directors to share the achievements. 
 
The latest edition to our offer is the Employee Welfare Support Loan. 
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Benefits Offer  
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Relocation 
 

As a council, in line with terms and conditions we also operate a relocation scheme which 
supports an employee moving to Coventry if they live in another part of the country to take up a 
job role. 
 
The scheme provides those employees who meet the threshold a payment of up to £8,000 which 
is repayable on a percentage basis should the employee leave within three years. The cost for 
this scheme for the last five years is detailed above and it has supported 30 employees in total, 
majority of whom are based within Children’s Services. 
 
The costs for operating the scheme are detailed below. 

 

2022/23 2021/22 2020/21 2019/20 2018/19 

£33,231.88 £32,483.71 £13,886.96 £4,635.60 £20,435.96 

 
The majority of those employees who access relocation are based in Children’s Services which is 

reflective of the work undertaken to recruit to social work and related posts. 
 
 

Grade 2022/2023 total Post 2021/22 Total Post 

10 0 N/A 0 N/A 

9 0 N/A 2 Team Manager 

8 0 N/A 1 Advanced Social Worker 

7 7 Social Worker 3 Social Worker 

6 5 Social Worker 2 Social Worker 

5 1 Children & Family Worker 0 N/A 

Grade 2019/2020 Total Post 2018/19 Post 

Other 0 N/A 1 Property & Development 
Post 

10 0 N/A 0 N/A 

9 0 N/A 1 Children’s Manager 

8 1 Advanced Social Worker 1 Senior Practitioner 

7 2 Social Worker 2 Social Worker 

6 0 N/A 1 Social Worker 

5 0 N/A 0 N/A 

 
Sickness Absence 

 
The overall absence rate across the Council is 12.4 days per FTE, which is a slight decrease 
from 2022 when the rate was 13.1 days. 

 
The highest reason for absence remains stress, depression, and anxiety, which has been the 
case for some time. A new absence management policy was introduced in November 2021 with 
support from the trades unions. 
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‘Enabling Attendance’ and has introduced a different approach which concentrates on keeping 
our employees well in the work place and their overall health and well-being. The Health and 
Well-Being Group continues to meet and has been central in developing different options to 
improve health in the workplace particularly in relation to mental health. 
The current support we provide for mental health issues is: access to counselling both in house 
and through the employee assistance programme with 182 employees being seen in 22/23. 
There is a menopause clinic operating one afternoon per week and in the first quarter of the year, 
has seen 57 employees. Furthermore, there are Wellbeing Wednesday sessions for employees 
to access bespoke health advice, again this is popular with 35 employees being seen in Quarter 
1 of 2023/24.  Occupational Health, Safety and Well-Being also offer a range of training on 
resilience and mental health well-being such as mindfulness. 
We also introduced mental health clinics in November which take place 3 days per week, one of 
these at Whitley Depot and overall to date has seen 105 employees, with the latest figures 
detailed below. 
 
Mental Health Support Summary – Latest Report 
 
1st April – 30th June 2023 
Referrals for support can be made via the manager, HR, or self-referral. 

 
The following is a summary of the Mental Health Support Clinic. 
 

Table 1: Overview of appointments No 

Number of referrals into service 71 

Number of new self-referrals 21 

Number of new management referrals 50 

Reviews 76 
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Further intervention summary: 
 

Table 2: By service area No. 

Streetscene and Regulatory Service 32 

Adult Services 7 

Children’s services 7 

Finance and Corporate Services 4 

Housing and Transformation 3 

Public Health and Insights 10 

Other/ education/corporate 09 

 

Table 3: Mental Health Issue No 

Addiction 9 

Anxiety 21 

Depression 5 

PTSD 4 

Stress 32 

Work related 30 

Supporting manager stress 
tools 

7 

 

Table 4: intervention No 

External resource 22 

Internal resource / counselling service 6 

Internal and external resource 9 

Holding appts 65 

 
 

 
 
For MSK issues we provide physiotherapy, a dedicated clinic back clinic and podiatry; these 
numbers are monitored monthly. 
 

 
Return to Work 
 
Return to work interviews are tracked against the absence numbers as the forms are now 
completed online and this enables managers and HR to identify where further and better support 
is needed and that the procedure is being used. 
 
The table below provides the numbers of return-to-work interviews completed from April 2022 – 
April 2023. 
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The table below shows the numbers of ‘live’ absence cases currently being monitored and 
supported in line with Enabling Attendance by managers and HR. These cases are a 
combination of both long and short cases and will include occupational health support. 

Case Type / Department Enabling 
Attendance 

cases 

Percentage (%) by Department 

20 Adult Services 99 28.3% 

20 Business Investment & 
Culture 

3 0.9% 

20 Children's Services 46 13.1% 

20 Education & Skills 63 18.0% 

20 Finance & Corporate 
Services 

15 4.3% 

20 Human Resources & 
Org Development 

4 1.1% 

20 Legal & Governance 
Services 

9 2.6% 

20 Project Management & 
Property Services 

4 1.1% 

20 Public Health & Insight 1 0.3% 

20 Streetscene & 
Regulatory Services 

87 24.9% 

20 Transportation & 
Highways 

19 5.4% 

Total No. Cases by Case 
Type 

350 
 

Percentage (%) by Case 
Type 

100.0% 
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Agency 
 

The council does use agency staff when/where required to fill gaps in service delivery to cover 
established roles / posts for the purposes of annual leave / sickness, recruitment to vacant posts, 
extra demand in workload and / or project work. The council uses a ‘master vendor contract’ 
which is one supplier sourcing the necessary workers on our behalf. This is more efficient way to 
manage both in terms of time and cost, the contract is regularly reviewed. 
 
Coventry City Council’s prominent agency contracts are detailed below. 
 

Agency Name Contract Length 

Pertemps Agency December 2013 – June 2018 

Reed Agency June 2018 – June 2022 

Hays Agency June 2022 - present 

 
 
The table below shows the spend over the last five years, during this time there have been three 
master vendors: red denotes increases in spend, again this information is reviewed and 
monitored quarterly. 

 
 

Year 2018-19 2019-20 2020-21 2021-22 2022-23 

Annual Total Spend £4,860,132 £4,478,428 £6,135,517 £7,225,054 £6,703,251 

Service Area Spend 
Breakdown 

     

Adult Services £794,827 £839,292 £438,222 £810,422 £1,081,377 

Children’s Services £3,112,400 £2,270,808 £3,510,687 £4,176,380 £3,642,476 

Customer Services & 
Transformation 

£281,943 £501,872 £344,155 £134,903 £0 

Human Resources £0 £8,199 £6,006 £5,782 £34,234 

Education and Skills £7,878 £4,004 £1,139 £42,475 £108,532 

City Centre & Major 
Projects 

£13,498 £16,366 £0 £0 £0 

Public Health & Insight £0 £0 £0 £0 £127,971 

Finance & Corporate 
Services 

£96,477 £221,224 £14,838 £155,632 £384,512 

Law & Governance 
Services** 

£0 £0 £460,286 £740,513 £758,477 

Project Management & 
Property Services 

£29,215 £81,341 £117,875 £162,062 £177,020 

Streetscene & 
Regulatory Services 

£516,776 £462,938 £956,710 £945,651 £322,358 

Transportation & 
Highways 

£7,117 £72,381 £285,597 £50,337 £66,294 

 

 
This spend does not include consultancy work. 
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Agency rates vary according to the type of worker used. For social work there is a regional 
memorandum of understanding in terms of rates paid to avoid a ‘bidding war’ and therefore 
increase costs. Below is a sample of the pay rates currently in use for the most used roles at this 
moment in time. 

 

Current - Top Job Titles Current 
Workers 

Median Pay 
Rate 

Senior / Social Worker – Children’s 34 £33 

Senior / Social Worker - Adults 32 £32 

Senior Practitioner – Children’s 6 £33.30 

Lawyer 6 £48.42 

Occupational Therapist 6 £33.19 

Independent Reviewing Officer – 
Children’s 

4 £41.24 

 
Separately, to support capital programmes of work, agency workers or consultants are used to 
support these specialised and/or time limited projects. The cost of these types of workers for the 
last five years is detailed which decreased during Covid. Some suppliers will provide both 
professional services as well as consultancy. 

 
Detail has been provided by the project, spend and then by supplier, with their costs for the last 
five years. These costs are included within the project plans/costs. 

Capital Expenditure  
 Consultancy by scheme 

2018-19   2019-20 2020-21 2021-22 2022-23 Total 

  £000's £000's £000's £000's £000's £000's 

Air Quality & Innovation £173 £216 £758 £1,010 £669 £2,826 

Basic Need £0 £14 £59 £76 £89 £237 

City Centre & Development Services £8 £0 £11 £0 £0 £19 

City of Culture 2021 £0 £322 £164 £424 £172 £1,083 

Coventry City Centre Regeneration £41 £161 £209 £398 £577 £1,386 

Coventry Station Masterplan £400 £617 £977 £917 £230 £3,142 

Growth Deal £33 £0 £0 £0 £0 £33 

Highways Maintenance £124 £104 £177 £380 £71 £856 

Highways Section 106 Schemes £0 £0 £41 £247 £141 £429 

Integrated Transport Programme £75 £128 £253 £265 £246 £966 

Investment Properties £567 £811 £1,031 £0 £30 £2,440 

Kick-Start £9 £0 £0 £0 £0 £9 

Leisure £399 £238 £27 £23 £0 £686 

Local Pinch Point Fund £2 £4 £1 £0 £0 £7 

Public Realm £546 £1,217 £2,116 £1,451 £168 £5,498 

Regional Growth Fund £29 £58 £0 £0 £0 £87 

Strategic ICT £0 £30 £0 £72 £117 £219 

UK Central and City Region Sustainable 
Transport Settlement (CRSTS) £321 £616 £398 £530 £1,285 £3,150 

Vehicle & Plant Replacement £0 £0 £0 £0 £0 £0 

Waste Services Equipment £0 £700 £1,148 £200 £0 £2,048 

Whitley South Infrastructure £788 £213 £174 £11 £3 £1,188 

Grand Total £3,516 £5,448 £7,545 £6,004 £3,798 £26,311 
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Capital Expenditure - Consultancy by 
Provider 

2018-19 2019-20 2020-21 2021-22 2022-23 Total 

  £000's £000's £000's £000's £000's £000's 

Aecom Infrastructure & Environment UK 
Ltd £226 £399 £292 £0 £0 £917 

Appleyard & Trew LLP £207 £106 £33 £28 £5 £379 

Atkins Ltd £2,068 £3,378 £5,409 £4,006 £650 £15,511 

Beep Consulting Ltd £0 £0 £0 £72 £117 £189 

Bloom Procurement Services Ltd £789 £991 £1,024 £433 £304 £3,541 

Cenex £6 £0 £19 £175 £0 £200 

Deloitte LLP £33 £169 £204 £398 £577 £1,380 

Imagemakers Design & Consultancy Ltd £0 £0 £2 £367 £142 £512 

KPMG LLP £0 £161 £322 £62 £0 £546 

Rider Levett Bucknall UK Ltd £34 £114 £160 £220 £220 £749 

Turner & Townsend Project Management 
Limited £152 £130 £79 £0 £0 £361 

Waterman Aspen Ltd £0 £0 £0 £242 £1,783 £2,025 

Grand Total £3,516 £5,448 £7,545 £6,004 £3,798 £26,311 

 
 

 

Exit Payments 
 
Finally, there are times when employees need to exit the organisation due to a restructure or 
because the role no longer exists in line within the agreed council policy and procedure. 
Employees are entitled to a redundancy payment and if the employee is aged 55 or over access 
to their pension, which creates an additional cost in terms of pension strain as the Council need 
to refund these costs to the pension fund. 
 
Prior to the 31st March 2023, Part 2I of the Council’s constitution required any severance 
package for an employee of the Council which exceeded £100,000 was to be determined by the 
Audit and Procurement Committee; however, from 1st April 2023 any such decisions now come to 
full council. 
 
Payments for the last 5 years are detailed below and reported upon annually. The age and length 
of service of the employee impacts on the average exit cost. In the last financial year the average 
cost per head for redundancy and pension strain was approximately £37k. 
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Exit 

Payments 
No of Employees 

with exit payments 

2022/23 
Total 

£2,110,415.00 70 

Redundancy £1,006,291.00 
 

Strain Costs £1,104,124.00 
 

   

   

2021/22 
Total 

£2,776,145.00 127 

Redundancy £1,077,583.00 
 

Strain Costs £1,698,562.00 
 

   

   

2020/21 
Total 

£986,110.00 57 

Redundancy £316,861.00 
 

Strain Costs £669,249.00 
 

   

   

2019/20 
Total 

£969,044.00 67 

Redundancy £296,029.00 
 

Strain Costs £673,015.00 
 

   

   

2018/19 
Total 

£292,429.00 84 

Redundancy £122,333.00 
 

Strain Costs £170,096.00 
 

 
 

Finally attached for information and completeness is the One Coventry Leadership Team 
structure chart and the final version of the People Plan 2023-25.  
 
 
 
 
Susanna Newing 
Chief People Officer  
Susanna.newing@coventry.gov.uk (michael.landon@coventry.gov.uk for executive 
support) 
 
 
 
 

 
 

mailto:Susanna.newing@coventry.gov.uk
mailto:michael.landon@coventry.gov.uk
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Appendix 1 – One Coventry Leadership Team Structure Chart  
 

 
 
Appendix 2 
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