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RECOMMENDATION

This report is submitted to this Committee for Members' information.

Summary

As part of the Council's vacancy management processes, the Council is 
reviewing its use of fixed term/temporary employees, secondments and 
acting ups. Dealing fairly and appropriately with fixed term contracts that are 
due to expire by 31st March 2011 are a priority for action.

1.  Policy

Not applicable.

2.  Consultation

2.1 Internal

Ongoing, via monthly TU/Officer meetings, JERB, and through DJCCs. 



In addition the Director: HR and the Corporate HR Manager are 
meeting the trade unions on 17th February 2011, regarding the 
proposals set out in paragraph 4 below.

2.2 External

Not applicable.

3.  Context/Policy

3.1 The rationale for the Council's vacancy management programme, is to 
reduce wherever possible the level of redundancies required to meet 
budget targets for 2011/12 and beyond.

3.2 The background  is as summarised in Appendix A.  For the last few 
years, the Council has made an increasing number of short and 
medium term appointments, in response to organisational change, 
restructuring and on-going budget savings.

3.3 Given the (re)appraisal of strategic options, and the requirement for 
further budget reductions during the next few years, it is now 
considered essential that a more comprehensive workforce review 
takes place.  Where possible, the initial phase will be completed by 1st 

April 2011.

3.4 The Vacancy Management Panel will continue to monitor the use of 
fixed term contracts where these are required in accordance with the 
need to avoid unnecessary redundancy of permanent staff.

4.  Proposal

4.1 Each Directorate is reviewing its need for, and use of employees on 
fixed term contracts. In addition, detailed guidance has been issued to 
assist managers in dealing with employees on fixed term contracts that 
are due to expire by the 31st March. Many fixed term contracts are in 
work groups which are subject to service reviews which are taking place 
at the moment. These will be dealt with as part of those reviews. Where 
they are not, the Strategic HR team is supporting managers in dealing 
with cases on an individual basis.

4.2 More detailed information will be available at officer level “consultative” 
meetings.  This will expand upon the overview as set out in the 



attached briefing note (Appendix A).

5.  Other Options Considered

5.1 None (other than reviewing/discontinuing agency workers - see 
separate report).

6.  Risk Assessment

6.1 To be undertaken at Directorate level.

7.  Equalities Impact Assessment

7.1 To be undertaken at Directorate level (where relevant).

Legal and Resource Implications

Legal

The Report details the Council's approach to reducing workforce costs.  
The Council is under an obligation to ensure that human resources 
policies and procedures and employment law legislation are complied 
with throughout the process.

Legal advice from Husinara Jones for Head of Legal Services

Financial

(a) Revenue: Not applicable 

(b) Capital: Not applicable

Land

Not applicable.



Personnel

As set out in paras 3.1 to 3.3 and in Appendix A

Appendices

Appendix A - Briefing note on Achieving Reductions in Workforce Costs

LOCAL GOVERNMENT (ACCESS TO INFORMATION) ACT 1985
Background Papers:

None.



Appendix (6) A

Achieving Reductions in Workforce Costs

Context

The council's budgetary position continues to be challenging, but the recent 
media announcement of up to 160 redundancies in Bristol City Council during 
2011/12 compares favourably with the level of workforce reductions which 
other local authorities are facing in the year(s) ahead. This (relative) success 
is attributable to such initiatives as strategic options, vacancy management, 
reductions in the use of agency staff, etc.

However it is it is evident that the delivery of the required budget savings will 
not be easy, and in this context, it is appropriate to advise you regarding 
some of the HR initiatives which are continuing/commencing

Budgeted Staffing Establishment

HR Partners have been working to agree staffing structures with
directorate management  teams which are (1) deliverable, and (2) fully costed 
within the civic budget. This is considered essential if the council is to 
manage its workforce and vacancies within revised budget targets during the 
next 3 years and beyond.

Strategic HR will be commissioning workforce management information in a 
new format (updated monthly) which will track and give a commentary about 
headcount/FTE numbers/vacancies and progress with initiatives to achieve 
change as budgeted.  In addition, HR Business Partners will support/monitor 
redundancies during the year, in relation to selection for redundancy 
processes, consultation, and their timeliness in delivering the 
required savings in budget.

Agency Workers

In an organisation which is continuing to down-size, the use of external labour 
on a medium and long term basis is rarely appropriate, particularly when 
redundancies are necessary.  Therefore a corporate decision has been made 
to discontinue such practice by April this year, except for specified 
workgroups agreed by VMP.  In this event their use may be extended until 
September 2011. The impending change in the legislation around the use of 
agency workers (from October 2011) will also have an impact upon their 
employment rights, and costs.

Employees on Fixed Term Contracts



A review of fixed term contracts will be undertaken commencing next week. 
In excess of 500 such contracts are due to expire in the period 1st January to 
31st March 2011.  This presents an opportunity not to renew contracts where 
doing so would lead to the loss of permanent roles and continuing 
employment is not “business critical”.  If roles are business critical or they 
have acquired certain employment rights it may be appropriate to fill these 
posts on a permanent basis.

HR Advisers from Strategic HR will support/advise Service 
Directors/Managers in undertaking this review, helping to determine whether 
contracts should be extended and what permissions are necessary.  They will 
also advise where permanent appointments should be offered.  Further 
advice will follow regarding this matter.

Acting Up Allowances, Secondments, & Increments above the Grade

There are a large number of these and some have been in existence for 
years rather than months.  A review of Acting Up Allowances, Secondments, 
and Increments above the Grade is also planned, and will take place once the 
review of FTC has been completed.

The purpose of this review is to ensure that the retention of these payments 
and/or the secondments are (i) still essential, and (ii) have an agreed 
termination date which is integral to other workforce changes (eg 
implementation of strategic options/restructuring, discontinuation of service, 
etc).  In some instances these may link directly to fixed term appointments as 
above.

In the meantime, HR STS will notify Service Directors where existing Acting 
up Allowances, Secondments, and Increments above the Grade are reaching 
their originally agreed termination date.  These will not be extended without 
VMP approval.

Further details will be sent to you by HR STS, setting out who is in receipt of 
such payments/arrangements, and how long they have been in place.

Robert Britton & Mike Watts
28th January 2011
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