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RECOMMENDATIONS

Members are asked to note the contents of this report and approve the proposed
actions.

The Chair of Employment Committee and the HR Manager (Acting) review the
content and frequency of the annual HR Management Information reporting
requirements.

BACKGROUND

Appendix A shows an analysis of the number and percentage of job applicants by
gender, ethnic groups and disability, and also shows the percentage of people in
each group living in the Warwick District area (information taken from the 2001
Census). Appendix B shows the same breakdown of shortlisted applicants, and
Appendix C shows the breakdown of people appointed.

Appendix D shows a visual summary of the percentage of applicants, shortlisted
and appointed persons by gender, ethnic group and disability.

Appendix E provides a picture of Equal Opportunities recruitment performance
over five years.

MAIN POINTS FROM THE DATA

During 2006/2007 121 posts were advertised attracting a total of 861 applicants, an
average of 7.1 applicants for each vacancy.

One of the advertisements attracted no suitable candidates and was subsequently
readvertised. 120 of the posts were shortlisted and 115 appointments were made.
For 4.2% (5) of the posts where interviews took place it was not possible to make
an appointment. In most cases the posts were then readvertised using different
media and/or rewording the advertisement in order to attract a new range of
applicants.

47.7% of all applicants (40.3% of those shortlisted) were male and 50.3% of
applicants (58.2% of shortlisted) were female. The remaining 2% of applicants did
not complete a monitoring form. The gender split of those appointed was 33% male
and 67% female.

People of ethnic minorities represented 17.5% of applicants and 11.8% of those
shortlisted while the total percentage of ethnic minorities appointed was 8.7% (10
out of 115 people appointed). This compares to a local population of 7.3% total
ethnic minorities.

The percentage of local population aged 18 — 64 who have a “limiting long-term
illness, health problem or disability which limits daily activities or work” is 10.8%.
Overall, 26 people with disabilities applied for posts within the Council during
2006/2007 (3% of all applicants), 15 were shortlisted for interview (3.8% of all
shortlisted) and five were appointed (4.3% of those appointed).
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ACTION

It is suggested that there is a full review of the Council’'s approach to resourcing and
that a Resourcing Strategy is implemented as part of a three year HR Strategy.

The Recruitment Monitoring Report highlights negligible issues with attracting a
proportionally representative number of female candidates and applicants from
ethnic minority groups; although this is not the case for people with disabilities.
However, the shortlisting and appointed applicants stages are both key areas of
concern for all the under-represented groups. Action is required to review the
reasoning behind this data. This should be two-fold.

Firstly, there should be a review of the internal recruitment practices being
undertaken across the Council, to ensure that robust tools and approaches are
being used. This would incorporate standardised templates for recruitment
processes, robust assessment design and scoring and re-training for all Officers
involved in recruitment and selection. An accreditation process for all Council
Officers involved in recruitment interviewing should be considered as part of this
approach to resourcing.

It is proposed that action is also taken with local community groups. The imbalance
between applications received and short-listed candidates from under-represented
groups may indicate that people are not clear on how to complete a good
application form or how to prepare for an interview process. It is envisaged that the
HR team could undertake work with local community groups to raise knowledge
and skills in relation to the job application process. This would be part of a three
year plan to improve HR links with the community and promote Warwick District
Council as an employer of choice with local residents.

Incorporated within this plan would be the targeting of school leavers. Links with
local educational establishments and Connexions within the District could be
developed, which could in turn lead to work experience placements,
apprenticeships and growing local talent within the area. In turn, this would be a
key tool for supporting Warwick District Council’'s succession planning requirements
and Organisational Development needs.

A review of the attraction process for Council vacancies is a priority requirement
and should form part of the Resourcing Strategy. Cost implications would form a
key element of this review as it is unacceptable to note that advertisements are not
attracting suitable candidates and have to be re-advertised.

A meeting has already taken place with the current Advertising Agency for Warwick
District Council (TMP) to discuss the cost of attraction and the forward looking
approach for attraction and advertising campaigns at Warwick District Council. Itis
noted that since attraction has been undertaken by TMP, the Council has spent
£500,000 on recruitment advertising. A review of the advertising process is a
necessity and efficiencies must be sought and achieved in this area.



