
 Briefing note  
  

 

To:  Scrutiny Board 1                                                  Date:  September 2024 
 
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. 

1.2 This report enables members to have a comprehensive overview and explanation of 
the workforce and related metrics. 

2 Recommendations 
 

2.1 To note the contents of the report and some of the current workforce challenges 

2.2 To acknowledge the on-going work being undertaken to improve the range and 
access of data and that this is being used to address workforce challenges 

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

3 Information/Background 
 

3.1 HR are able to provide ‘live’ 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, it is flexible enough to be able to view at service level and by category, 
so for example, grade, contract type, occupied and vacant posts. 

3.2 For example, currently the City Council has 5201 Employees as of 30th of June 2024 
or 4170.89 FTE and turnover is currently at 13.91%. 

 

 

 

 

 

 



 2 

The employee numbers versus full time equivalents is highlighted by the volume of part 
time -workers employed, majority in the lower graded roles which tend to be female 
dominated roles. 

 

  

 
 

3.3 The HR analytics can also produce trend data. The table below shows that turnover 
is actually reducing at the moment, with recent reasons for an increase in leavers 
being, a number of restructures have taken place, so a number of employee have 
been made redundant. The data will also reflect reductions in areas with harder to 
recruit roles like Social Work and other professional and technical roles, that are also 
difficult to recruit to, due to the market. The roles can also be quite specialised, and 
competition is tough meaning salary and wider reward are important factors. 

However, the graph clearly shows the turnover does fluctuate. 

 
 
 

3.4 A recruitment panel is also in operation and has been since September 2023 
because of the financial pressures, with the aim of ensuring that all posts that do go 
for advert have a business case and have corporate support. The panel also 
considers agency requests and extensions.  
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Agency Staff  
 
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 and cover whilst 
recruitment to vacant posts take place.  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. This is a contract 
which goes through a tendering process on an average of 4 yearly basis. 
 
Coventry City Council’s agency contractors/partners over the last few years  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 tables below shows the spend over the last 18 months, split over the two different 
provider’s years, again this information is reviewed and monitored quarterly. 
 
July 2022 –31st March 2023  

 
    Total Spend                 £5,450,907m 
 
 
April 2023- end of March 24 -  

 
   
   Total Spend                £8,165,002m 
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This spend does not include consultancy work. 
 
The highest spend areas do reflect the challenges of recruiting and retaining professional and 
technical roles. Both Adults & Housing and Children & Education Service areas have substantial 
spends on social worker roles, and related social care roles, Legal services also struggle to 
recruit to posts because of the challenges from the private sector.  For both Highways and 
Property Services struggle to recruit technical roles like surveyors, technicians and trade roles.  

 
 

4 New Developments  
 
The latest addition to the metrics are details of the recruitment process, so that at any time 
the number of posts out to advert or going through the process can be viewed, along with 
the filled/unfilled numbers.  
 

 
 

 
This data also provides live analysis of the numbers and protected characteristics of 
candidates. Being able to access this level of detail enables us to assess the level of 
success that we are having at recruiting a more diverse workforce, as managers have 
access to their EDI data and can therefore actively consider how to make a difference in 
their recruitment approaches. For example, advert wording, target areas or the impact a 
representative recruitment panel has on the process. 
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The current breakdown of workforce data is provided in the table above. It reinforces that 
despite all the work undertaken to date for the workforce to represent the community and 
residents of Coventry, progress has been made but more needs to be done.  
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In terms of benchmark or reflecting the residents of Coventry in 2021, ‘White’ was the 
largest group at 65.5%, while 18.5% identified their ethnic group within the "Asian, Asian 
British or Asian Welsh" category. 8.9% of Coventry residents identified their ethnic group 
within the "Black, Black British, Black Welsh, Caribbean or African" category, up from 5.6% 
in 2011.  
 
The recruitment data shows our ‘attraction’ rate has increased but challenges still remain 
at the interview stage, which is why inclusive panels have been introduced. We hope this 
will provide that difference and that those successful candidates reflect our value based.  
 
HR activity is all monitored by protected characteristics; Occupational Health, Learning 
and Development and Casework.  
 
5  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. 
Appendix 1 details the extent of what is provided by category, the majority being introduced 
over the last three years. We are about to add financial well-being and salary sacrifice 
AVC’s into our benefit offer.  
 
We continue to recognise staff through ‘Cheers for Peers and the Spire Awards, plus, we 
celebrate 25 and 40 years of service. In the current round of Spire Awards there are 81 
nominations , and to date 3, 276 cheers for peers have been sent since the launch of the 
scheme. 
 

 
6  Sickness Absence 
 
Absence management remains a challenge, with the average sickness rate being 13.9 
days per employee, as at the end of June 2024. This is an increase from 12.8 days per 
employee in 2023.  
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The top 3 reasons for absence were: Stress, Musculoskeletal and Infections cold and flu, 
the same as 2023. Long Term Absence accounted for 67% of absence compared to 66% 
in 2023. 
 
Areas of concern regarding absence levels , all hold sickness reviews, and absence data 
is regularly reported at Leadership Team but more needs to be done to address the 
issue as it does impact on productivity and increased costs. 
 

In terms of benchmark information , the local government figures for the West Midlands 
are tabled below. Nationally the overall local government absence rate for 2023 was 
minimum of 9.3 days or maximum of 16.2 days. 

 
 
 
 

An estimated 185.6 million working days were lost because of sickness or injury in 2022; 

this level was a record high, but the number of days lost per worker, at 5.7, was not.  

 The most common reason for sickness absence was minor illnesses, accounting 

for 29.3% of occurrences.  

 All age groups experienced increases in their sickness absence rate in 2022.  

https://app.powerbi.com/groups/me/reports/c233029e-1b83-4cb1-a5bb-f3b57b6adce4/?pbi_source=PowerPoint
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 Groups with the highest rates of sickness absence in 2022 included women, older 
workers, those with long-term health conditions, people working part-time, and 
people working in care, leisure, or other service occupations 

 
 
 

 
 
 

Occupational Health provides a range of support to employees and to employee’s 
managers to help keep staff safe and well, these are listed below.  
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Additionally, Whitley Depot has on-site support at least once a week, and Childrens 
Services run regular health and well-being weeks that combine health and well-being 
initiatives such as arts and crafts into workplace activities.  
 
The table below shows the activity for occupational health and well-being from April 1st 
to June 30th, 2024.  The high areas of activity reflect those high areas of absence, such 
as counselling, mental health clinics and musculoskeletal assessments.  
 

Occupational Health Activity 

Activity 
April – June 2024 
 

Pre-Employment health assessments 373 

Sickness absence health assessments  536 

Health surveillance assessments (Audio, HGV, Spiro) 49 

Musculoskeletal assessments 71 

Healthy Lifestyle appointments (including Menopause 
Clinics) 

88 

Vaccinations  20 

Counselling appointments 613 

Mental Wellbeing Clinic appointments 276 

First Aid Training 149 

Health and Safety Audits, inspections and monitoring 30 

RIDDOR reportable incidents investigated 1 

Health and Safety training attendance 113 

Number of Incidents, Accidents, Violence and Aggression 
reported (inc. schools) 

313 

 

It should also be noted that we have introduced a new system for the recording of 
incidents, accidents and near misses (IAN) and we are actively encouraging managers 
to attend training on the new system, so the new system is used and reporting on this 
area improves. This does reflect this position in the figures below.  
 
Health and safety are also undertaking a survey of their service to ensure it is delivering 
what the organisation and managers need to keep their workforces safe at work, the 
results are expected in early October. 
 
7.  Casework 
 
Casework is the management of employee policies and procedures such as disciplinary, 
grievance etc. In the 12 months to the end of June 2024 there were 520 new cases 
opened, 403 of these were for Enabling Attendance.  
 
The table below shows the distribution of cases by type and Services Group. As expected, 
the areas with the larger employee numbers have the greatest volume of cases. 
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The absence cases currently being monitored and supported in line with Enabling 
Attendance procedure by managers and HR, will be a combination of both long and 
short cases.  

 
Learning and Development  
 
There are a number of options for learning and development that are provided 
corporately which are a combination of face-to-face courses, online and platform 
based. 
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In total, across HR; Talent Development Team, Diversity and Inclusion  (D & I )Team, the 
Corporate Learning and Development Team and the Occupational Health, Safety and 
Wellbeing Service, we have delivered 24,829 learning opportunities in the year April 
2023 to March 2023. 
 
(The total figure is all the highlighted numbers in the top 4 circles of the table above) 
  
This does not include the following: 

 2659 modules completed in Coaching Culture - on line platform 

 3094 visits to the Learning and Development Hub – intranet access 
 
Therefore, in total we have provided some 30,582 learning opportunities  
 
It’s important that we analyse the D&I attendance data – to show any inconsistencies in 
attendance across the protected characteristics. We then compare it to the D&I workforce 
data. 
We found a positive correlation between attendance and the workforce data which is what 
we want to see. 
 
• Ethnicity example - Asian Indian – 8.8% attendance and work force is 8.4%. 
• Those identifying as having a disability – attendance 7.4% across the workforce its 

6.9% 
• Sexual Orientation – attendance 5.1% - workforce 3% 
• Men attending 28%  workforce is – 32% , little bit lower 
• Age profile very similar to the % across the workforce  
 

 
 
 
 
Susanna Chilton 
Director of Human Resources 
susanna.chilton@coventry.gov.uk 

mailto:susanna.chilton@coventry.gov.uk
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Appendix 1 – Benefits 

 
 

 

Benefits Offer – A reminder  
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