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Agenda Item No 
 

The Vale of Glamorgan Council 
 

Corporate Performance and Resources Scrutiny Committee - 
20th September 2016 
 

Report of the Managing Director 
 

Employee Turnover Report - April 2015 to March 2016 
 

Purpose of the Report 

1. To provide an update on employee turnover rates within the Council, for the period 
1st April 2015 to the 31st March 2016.  

Recommendation  

1. It is recommended that Scrutiny Committee note the position in relation to employee 
turnover. 

Reason for the Recommendation 

1. To bring matters to the attention of Members of the Scrutiny Committee in line with 
corporate objectives. 

Background 

2. This report has been provided in response to a request from Members for an analysis 
of employee turnover in the Council, for consideration alongside the workforce plan. 

3. Employee turnover has been assessed on the basis of the number of employees 
leaving the Council as a percentage of the total number of staff (headcount) 
employed by the Council. 

4. This report presents the turnover figures between April 2015 and March 2016, and 
compares them with those reported between April 2014 and March 2015 to assist 
performance monitoring of the turnover over both periods. 

Relevant Issues and Options 

5. The figures for the period April 2015 to March 2016 indicate an increase in turnover 
(from 9.08% to 10.76%), in comparison to the same period in the previous year. The 
total number of leavers increased from 489 to 582. 

Corporate turnover has increased over the two year period from 9.87% to 12.85%, 
and turnover in Schools has also marginally increased from 8.38% to 8.89%. 
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6. A comparison of the employee turnover rate is set out in the table below: 

 

 

 

 

 

 

7. Overall, voluntary turnover (where employees have chosen to leave the employment 
of the Council) has increased from 6.55% in April 2014 - March 2015 to 7.00% in 
March 2015 - April 2016. Corporate voluntary turnover has increased from 6.83% to 
8.02%, whilst voluntary turnover in Schools has decreased from 6.31%to 6.09%.  

8. A comparison of voluntary turnover is set out in the table below: 

 

Turnover by Directorate 

9. Overall levels of turnover have increased across all Directorates over the period April 
2015 to March 2016. The highest percentage of turnover is in Learning and Skills (73 
leavers from an average headcount of 517.5 employees) and the lowest percentage 
of turnover is in Social Services.  

10. A table showing the overall turnover rate within each Directorate is shown below and 
a further breakdown of each Directorate into Services can be found in Appendix 1. 

 
April 2014 to March 2015 April 2015 to March 2016 

 

Directorate 
Number of 
leavers 

% of 
headcount 

Number of 
leavers 

% of 
headcount 

Direction 
of travel 

Environment and Housing   88 11.15%  115 12.78%  

Resources   68 12.95%   66 13.64%   

Learning & Skills   45  7.44%   73 14.11%  

Social Services   49  7.92%   74 11.35%  

Schools 239  8.38% 254   8.89%  

Total 489  9.08% 582 10.76%  

 

11. Voluntary turnover has increased across all corporate directorates in 2015/16 in 
comparison to the Schools Directorate which showed a slight decrease compared to 
the previous year. The Resources Directorate has the highest number of employees 
that have chosen to leave the Council in 2015/16, at 10.74%. However this is 
consistent with the previous year's voluntary turnover rates. Social Services had the 
largest increase in voluntary turnover from 6.46% in 2014/15 to 8.74% in 2015/16. 
Schools have the lowest level of voluntary turnover in 2015/16.  

 April 2014 to March 2015 April 2015 to March 2016 

 
Number of 
leavers 

% of headcount 
Number of 
leavers 

% of headcount 

Corporate total 250 9.87% 328 12.85% 

Schools total 239 8.38% 254   8.89% 

Grand total  489 9.08% 582 10.76% 

 April 2014 to March 2015 April 2015 to March 2016 

 
Number of 
voluntary leavers 

% of headcount 
Number of 
voluntary leavers 

% of headcount 

Corporate total 173 6.83% 205 8.02% 

Schools total 180 6.31% 174 6.09% 

Grand total  353 6.55% 379 7.00% 
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12. A table showing the voluntary turnover rate within each Directorate is shown below. 

 
April 2014 to March 2015 April 2015 to March 2016 

 

Directorate 
Number of 
voluntary 
leavers 

% of 
headcount 

Number of 
voluntary 
leavers 

% of 
headcount 

Direction 
of travel 

Environment and Housing   49   6.21%  56   6.22%  

Resources   48   9.14%  52 10.74%  

Learning & Skills   36   5.96%  40   7.72%  

Social Services   40   6.46%  57   8.74%  

Schools 180   6.31% 174   6.09%  

Total 353   6.55% 379   7.00%  

 

13. Appendix 2 identifies the reasons for leaving that make up the voluntary/involuntary 
turnover categories. 

Turnover by leaving reason 

14. Voluntary turnover has remained consistent with previous years, with a total of 353 
employees choosing to leave the Council (resignations, retirements and career 
breaks) over the period April 2014 to March 2015 and 379 employees choosing to 
leave the Council over the period April 2015 to March 2016. Voluntary turnover 
accounts for over 65% of all leavers from April 2015 to March 2016.  

15. The level of involuntary turnover has increased with the number of dismissals, 
redundancies and end of temporary contracts all increasing over the reporting period. 
Members will be aware of the Council's positive approach to managing change, 
which helps to mitigate, avoid and reduce the incidents of compulsory redundancy. 
Given the projected reductions in public service finances and the associated adverse 
service implications it is inevitable that there will be a consequential increase in the 
number of redundancies in the short term.  

16. The Council has a redeployment procedure which is designed to support employees 
who are at risk of redundancy to find suitable alternative employment opportunities in 
the Council.  For the reporting period 1 April 2015 to 31 March 2016, there have 
been 18 redeployment trial periods. One trial period was ongoing and continued past 
the end of the reporting period (April 2015 to March 2016) and was subsequently 
successful following this period. 

17. A detailed breakdown of reasons for leaving is set out in the table below:  

  April 2014 to March 2015 April 2015 to March 2016 

Leaving reason 
Number of 
leavers 

% of 
headcount 

Number of 
leavers 

% of 
headcount 

Dismissal   13 0.24%   24   0.44% 

End of temporary contract   43 0.80%   48   0.89% 

Retirement   62 1.15%   86   1.59% 

Resignation 288 5.35% 298   5.51% 

Redundancy   42 0.78%   84   1.55% 

TUPE out   12 0.22%     5   0.09% 

Other   29 0.54%   37   0.68% 

Total 489 9.08% 582 10.76% 
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Exit interviews / questionnaires 

18. Exit questionnaires continue to play a key role in identifying the reasons why people 
have chosen to leave employment with the Council.  During the period April 2015 and 
March 2016, 39 people (19% of corporate voluntary leavers) took the opportunity to 
complete and return an exit questionnaire. This is in comparison to 11.5% of 
corporate voluntary leavers completing exit questionnaires over the period April 2014 
to March 2015.  

19. To improve the way feedback is obtained from leavers prior to their last working day, 
an electronic exit questionnaire was implemented in September 2015.  Managers use 
this to remind employees of the availability and arrangements for them to inform the 
Council of their views which may have led to their resignation and any additional 
comments on issues relating to their employment. The facility has also been included 
on the managers' leaver's checklist and included on the termination form which 
notifies TransAct of a leaver. This is available in addition to the leaver being offered 
an exit interview with either their Line Manager or a Personnel Officer and also being 
sent a hard copy of the exit questionnaire following their departure.  

20. In the period from September 2015 (month of implementation) to March 2016, 11 exit 
questionnaires were completed electronically, before the employee finished working 
for the Council. This is equivalent to nearly a third of all exit questionnaires being 
completed electronically. Awareness will continue to be raised of this method, to 
ensure the process is useful, efficient and offers leavers the opportunity to provide 
valuable feedback. 

21. Of the exit questionnaire responses, the main reason given for looking for alternative 
employment was for "career development" (38%), followed by "personal, family or 
social reasons" (20%) and "job dissatisfaction" (13%). This is a change from the last 
annual report (covering the period April 2014 to March 2015) where the main 
response for looking for alternative employment was given as personal, family or 
social reasons (32%).  

22. The complete range of responses to "what made you look for alternative 
employment?" can be seen below: 

 

23. The main reason given from former employees, for accepting a new job was that they 
believed they would receive "better career opportunities" (44%) in alternative 
employment. This links directly to the responses given above.  
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24. The exit interview question that asks what would have encouraged the leavers to 
stay with the Council, received the highest response as "nothing would have 
encouraged me to stay" (33%). This was followed by "better career opportunities" 
(23%) and "more job satisfaction" (10%). Again, this is a change from the last annual 
report (covering the period April 2014 to March 2015) where 53% of leavers said that 
nothing would have encouraged them to stay with the council, but 16% believed that 
more pay would have encouraged them to stay, and 11% said that career 
development would encourage them to stay. 

25. The following graph shows the responses that employees gave when asked what 
would have encouraged them to stay with the Council: 

 

26. The Council advertises vacancies internally to promote career opportunities and 
internal progression for existing employees. In addition, the recent establishment of 
the award winning Leadership Café has given employees the opportunity to network, 
share ideas and promote best practice to enhance their personal development. 

27. The Leadership Café was introduced in April 2015, as a development opportunity for 
anyone who is currently, or who is interested in being a leader within the Council.  It 
is facilitated with support from external organisations and guest speakers.  Current 
and future leaders are encouraged to attend the monthly Café events, to consider 
and discuss various leadership topics, as well as take the opportunity to network, 
share ideas and promote best practice. 

28. A significant programme of work has been undertaken over the last 12 months, to 
improve employee engagement and to have a positive impact on turnover rates 
across the Council. This work started with a number of briefing sessions during the 
summer of 2015, where staff were asked to contribute their views and suggestions 
on how the Council will respond to the financial pressures it faces over the coming 
years.  1,760 employees from across all Directorates attended these briefing 
sessions and following these, 328 questions / comments were received which helped 
inform subsequent phases of the process. In addition, 375 nominations were 
received from employees who wanted to help shape the work in a number of staff 
engagement areas: 'Developing My Skills', 'Expectations of My Manager', 'Keeping 
Me Informed' and 'Seeking My View'.  Working groups were formed for each of these 
areas, with presentations being made to CMT in January 2016, recommending 
actions to make improvements in these four areas.  These working groups have 
continued involvement in progressing work in these areas. 
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29. The outcomes from the staff engagement workshops also helped to inform and 
shape the Council’s new Staff Charter, which offers clarity of purpose, a touchstone 
for measuring the continuation of staff engagement in the future and a vehicle for 
translating and internalising the Council’s vision and values as set out in the new 
2016-2020 Corporate Plan. 

30. Another recommendation from the engagement workshops was that there is a need 
to identify the current skill level of existing staff, in order maximise the use of these 
skills and levels of knowledge and experience.  CMT have endorsed this 
recommendation and work will be done alongside the Reshaping Services 
programme in order to complete a full audit across all services. This information will 
then be used to inform the development plans to support the reshaped services, as 
well as to inform the Council’s succession planning within teams. 

31. The Council has recently reviewed its employee appraisal process and the new 
approach which will be launched in September will have a simplified view to making it 
an ongoing conversation between the manager and the employee throughout the 
year. The discussions look back to review what the employee has achieved, but also 
look forward to consider what they should now be working on, what development 
they need to enable this work and what they would like in terms of future career and 
development opportunities. 

Turnover in wider comparison 

32. The CIPD Resourcing and Talent Planning Survey (2015) suggests that the overall 
rate of turnover has increased across sectors from 9.8% to 13.6%. The report also 
suggests that voluntary turnover is likely to decrease across all sectors.  

33. XpertHR benchmarking research (2015) on labour turnover rates found the average 
voluntary resignation turnover rate for UK employers was 15.3%. This is an increase 
in comparison to the previously reported turnover rate (10.6%). In the public sector, 
the average voluntary turnover rate is 11.5%. The total average labour turnover rate 
for public sector organisations was 14.1%. 

34. The overall turnover rate of 10.76% and voluntary turnover rate of 7.00% for the Vale 
of Glamorgan Council for 2015/16 is comparative with these. 

35. On an annual basis, the Vale of Glamorgan Council and all other local authorities in 
Wales provide information to the Data Unit regarding the workforce profile of the 
Council. This allows comparison of information between local authorities. For the 
financial year 2014/15, the average turnover across all local authorities in Wales was 
12.9% and the Vale of Glamorgan Council was amongst the lowest overall turnover 
rates across Wales. The data for 2015/16 is due to be published in autumn 2016. 

Resource Implications (Financial and Employment) 

36. The incidence of a high turnover has significant resource implications and places 
constraints on the ability to deliver a high quality service provision. The need to retain 
skilled and experienced staff is important as the Council responds to ongoing 
financial pressures, especially in areas where the Council continues to experience 
difficulties in recruiting, as highlighted in the workforce plan. 

Sustainability and Climate Change Implications 

37. There are no sustainability and climate change implications directly arising from the 
content of this report. 
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Legal Implications (to Include Human Rights Implications)  

38. All legal implications including the Human Rights Act and Data Protection Act will 
have been considered within the implementation of policy provisions. 

Crime and Disorder Implications 

39. There are no crime and disorder implications directly arising from the content of this 
report. 

Equal Opportunities Implications (to include Welsh Language issues) 

40. Any turnover has the potential to impact the workforce profile and diversity of the 
Council. A stringent recruitment and selection policy, along with the Public Sector 
Equality Duty Action Plan, is in place to ensure equal opportunities in the recruitment 
and replacement of any leavers, ensuring the Council remains compliant with its 
obligations under the Equality Act. 

Corporate/Service Objectives 

41. The Council should be mindful of the impact of turnover rates on the Council's ability 
to deliver corporate objectives. 

Policy Framework and Budget 

42. This report is a matter for the Executive decision by the Cabinet. 

Consultation (including Ward Member Consultation) 

43. The overall turnover figures are reported quarterly through the Corporate Indicators 
Quarterly Performance 

Relevant Scrutiny Committee 

44. Corporate Performance and Resources 

Background Papers 

Appendix 1 - Breakdown of Directorate leavers by Services (April 2015 to March 2016)  
Appendix 2 - Breakdown of leaving reasons 
 

Contact Officer: 

Reuben Bergman, Head of Human Resources 
 

Officers Consulted 

 Corporate Management Team 
 Corporate Training and Organisational Development Manager  
 

Responsible Officer: 

Rob Thomas, Managing Director 
 



Appendix 1 - Breakdown by Directorate/Services of leavers from employment (April 2014 - March 2015 and April 2015 - March 2016) 

    April 2014 to March 2015 April 2015 to March 2016 

Directorate Service 
Leavers 

headcount 
Average 

headcount 
% 

Leavers 
headcount 

Average 
headcount 

% 

Environment and 
Housing Services 

Building Services* 40 350.5 11.41 43 313.5 13.72 

Director’s Office* 1 22 4.55 3 37 8.11 

Housing Services  8 64 12.50 7 63.5 11.02 

Shared Regulatory Services** 9 65 13.85 43 204.5 21.03 

Visible Services and Transport* 30 291 10.31 19 281.5 6.75 

 Total 88 789 11.15 115 900 12.78 

Resources 

Democratic Services 1 20.5 4.88 1 21 4.76 

Financial Services 10 115.5 8.66 14 103 13.59 

Human Resources Service 4 33.5 11.94 6 44 13.64 

ICT Services 7 45 15.56 5 44.5 11.24 

Legal Services 3 26 11.54 3 29.5 10.17 

Performance and Development 11 73.5 14.97 10 70 14.29 

Regeneration and Planning* 20 132.5 15.09 19 109.5 17.35 

Resource Management (inc. Director’s Office) 12 71 16.90 8 62.5 12.80 

 Total 68 525 12.95 66 484 13.64 

Learning & Skills 

School Improvement & Inclusion 10 188.5 5.31 14 127 11.02 

Strategy, Community Learning and Resources (inc. 
Director’s Office) 

35 416 8.41 59 390.5 15.11 

 Total 45 604.5 7.44 73 517.5 14.11 

Social Services 

Adult Services*** 30 377.5 7.95 48 383 12.53 

Children and Young People Services 16 181.5 8.82 18 207.5 8.67 

Business Management and Innovation (inc. Director’s 
Office)*** 

3 60 5.00 8 61.5 13.01 

 Total 49 619 7.92 74 652 11.35 

Corporate Total 250 2533.5 9.87 328 2553.5 12.85 

Schools Schools 239 2852 8.38 254 2857 8.89 

Overall total 489 5385.5 9.08 582 5410.5 10.76 

* These services were impacted by the re-structuring of Directorates in September 2015 to create Environment and Housing Services. The leavers and 
average headcount have been amended to provide meaningful comparisons between the two periods. 

** Formerly Public Protection. However, in May 2015 the implementation of Shared Regulatory Services took place along with the transfer of employees 
from Bridgend Council and Cardiff Council into the Vale of Glamorgan Council. 

*** Residential Care transferred from Business Management and Innovation to Adult Services from 1st September 2015.  These changes have been 
accounted to provide meaningful comparisons between the two periods. 
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Appendix 2 - Breakdown of leaving reasons 

 

Leaving reason Leaving reason detail Voluntary / Involuntary 

Dismissal 
Conduct/Performance Involuntary 

Ill health Involuntary 

End of temporary 
contract 

End of temporary contract Involuntary 

Retirement 

Normal retirement Voluntary 

Late retirement Voluntary 

Ill health retirement Involuntary 

Early retirement Voluntary 

Early retirement - reduction waived Voluntary 

Resignation 

Resignation to new employment within the 
council 

Voluntary 

Resignation - leaving the council Voluntary 

Redundancy 

Redundancy - with pension release Involuntary 

Redundancy - without pension release Involuntary 

Efficiency of the service Involuntary 

TUPE Out TUPE out Involuntary 

Other 

Deceased Involuntary 

Mutually agreed termination Involuntary 

Career break Voluntary 
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