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The Employment Committee requested a report detailing the organisation statistics for the council.  
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Recommendation (s) to the decision maker (s)

It is requested that the Employment Committee: 
i)   Considers the organisational statistics presented in this report  
ii)  Provides feedback on the statistics and details of any additional information to be 

considered in future reports.
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1 The Background to the Report
1.1 Employment Committee requested an update on organisational statistics. The report 

provides a comparison between Quarter 1 – 2019/20 and the outturn position for 2018/19 
across a range of measures. Where a fixed date comparison is required 1 August 2019 
and 2018 has been selected in order to provide the most up to date information.

1.2 The attached Appendix One provides a graphical accompaniment to the data considered 
within this report across the following categories:

- Overall Headcount / Full Time Equivalent (fte)
- Starters and Leavers.
- Retention of staff.
- Headcount by Gender.
- Headcount by Full Time / Part Time split.
- Headcount by Length of Service and
- Headcount by Age.

1.3 Overall Headcount / FTE
As of 1 August 2019 SKDC employed 594 permanent and fixed term employees this 
relates to 542 fte.

This compares to a headcount of 620 and a fte of 556 in 1 August 2018.

1.4 Starters and Leavers
2018/19 saw SKDC recruit 74 employees with 104 employees leaving the organisation.

A comparison of Quarter One 2019/20 and Quarter One 2018/19 shows that there was a 
significant drop in recruitment for the like for like period with 10 new starters compared to 
34 respectively.

This is indicative of work being carried out by the transformation and change directorate.  
The HR team have worked closely with Lightbox and the Organisation, Development and 
Change teams and EY’s onsite team to support service areas in identify efficiency savings 
through restructuring, redesigning work and intelligent automation.  

The HR team have been supporting staff potentially at risk to be redeployed in vacant 
roles across the council.  To support this change the HR and Organisation Development 
and Change team have been utilising a variety of options to train up staff in new roles.

There is a similar drop in leavers with 20 leavers in Quarter One of this year in comparison 
to 28 leavers for the same period last year.

1.5 Retention of staff
Retaining staff, while maintaining a healthy turnover, is important for efficiency.  Recruiting 
and training new people costs time and money, retaining staff demonstrates the efficiency 
of recruitment and providing value.

Two measures are used to assess the retention of staff.

- Labour turnover and 
- Labour retention.



Labour turnover

Labour turnover measures the total number of leavers during a fixed period against the 
average headcount for this period.

Labour turnover at SKDC for 2018/19 was measured at 14%.  The Local Government 
Association (LGA) performed a national review of local government workforces in 2017 
and found the average annual labour turnover rate to be 13%.  This suggests that the 
turnover levels at South Kesteven are broadly average for the sector.

The comparison of Quarter One 2019/20 vs 2018/19 shows that labour turnover was 
marginally lower this quarter at 13.3%.

Labour Retention

Labour retention measures the number of people who started employment in 2018/19 and 
left the organisation during the same period.  It should be noted that this measure does 
not include the ending of temporary or fixed term contracts.

In 2018/19 SKDC had 74 starters and 14 of these starters left prior to the end of the same 
period.  This equates to a labour retention rate of 81%.

The Office for National Statistics carried out a retention survey in 2017 of the public and 
private sectors.  The average public sector retention rate was 84%. 

1.6 Headcount breakdown by gender and fulltime vs part time status.
Whilst the overall headcount at SKDC has reduced when comparing August 2018 to 
August 2019 the split between male and female and full time and part time employees has 
remained the same.

The gender split between male and female employees has remained at 55% male and 
45% female.

The split between full time and part time employees has remained at a ratio of 75% full 
time and 25% part time.

Further analysis shows that of the 272 female employees at SKDC 119 or 44% are in part 
time roles.  In comparison only 27 of the 322 male employees are part time. This equates 
to 8% of the male workforce. 

1.7 Headcount by length of service
SKDC continues to have a strong mixture of new starters and long serving employees. 
This provides a healthy mixture of fresh ideas and institutional knowledge.

Table One provides a breakdown of length of service for those employed at the Council in 
August 2019 compared to those employed in August 2018.



Table One – Headcount by length of service: August 2019 in comparison to August 2018.

1.8 Headcount by age profile
SKDC as an organisation has a workforce with a diverse age range.  

A report produced by the Chartered Institute of Personnel and Development (CIPD) called 
Managing an age diverse workforce, states that private sector organisations tend to 
employee a higher percentage of 18 - 24 year olds in their workforce and the public sector 
has more middle aged employees.  This is born out by SKDC’s age demographics as 
shown in Table Two below.

Table 
Two – 

Headcount by age band: August 2019 in comparison to August 2018.

The CIPD report also states that across the private and public sectors over 65 year olds 
generally makeup 1% of the workforce, at SKDC 9.5% of the workforce is over 65.

The principal positives of an age diverse workforce are:

 Enhanced customer service

 Knowledge sharing between employees

 Improved problem solving

 Greater innovation.
SKDC takes into consideration that an organisation with a diverse workforce requires a 
flexible approach to benefits and wellbeing. 

As can be seen from Table Two above, 51% of SKDC’s workforce is over the age of 50, 
further analysis shows that 16% of the workforce are over 50 years old and are based in 
two teams; Street Scene and Repairs and Improvement.  In each of these areas 40% of the 

Aug 2019 % Aug 2018 %
Under 1 year 48 8% 68 11%

2 to 5 years 164 28% 180 29%
6 to 9 years 99 17% 105 17%

10 to 19 years 162 27% 161 26%
20 to 29 years 73 12% 56 9%

30 + years 48 8% 50 8%
Total Headcount 594 620

Aug 2019 % Aug 2018 %
<20 0 0% 3 0.5%

20 to 29 78 13% 79 13%
30 to 39 86 14% 90 15%
40 to 49 131 22% 144 23%
50 to 59 195 33% 200 32%

60 + 104 18% 104 17%
Grand Total 594 620



teams are over the age of 50.  This presents potential challenges to the council with higher 
numbers of absence linked to physical ailments compared to the average at the council and 
the potential loss of skills and knowledge in a short period of time.

In order to meet these challenges the HR department regularly meets with managers to 
increase focus on; succession planning, the identification of talent, developing talent, 
learning and development and the use of apprentices to ensure knowledge and experience 
is retained within the organisation.

1.9 Summary
The information contained within the report demonstrates that South Kesteven District 
Council has a stable workforce with diversity in age and gender.

Retention is on par with the public sector in general. Retention of new staff is supported in 
part by a focus on the recruitment process to shift from recruitment based solely upon 
experience and qualifications to focus on recruitment on a candidate’s values and 
behaviours. This helps to highlight which applicants achieve the best fit with the 
organisation.

The council has a workforce with a positive range of lengths of service, and an older 
workforce which brings with it many benefits.  This mix of ages and service length does 
have a risk of losing institutional knowledge which the council addresses through a 
number of actions including; succession planning, recruitment of external talent, the 
development of a range of apprenticeships, internal talent identification and development 
and focused learning and development support.

2 Next Steps – Communication and Implementation of the Decision
2.1 Not Applicable

3 Financial Implications 
3.1 The report sets out the head count and turnover rates for the organisation. These have a 

clear impact on the budgets of the organisation, both in terms of salary expenditure and 
costs to recruit and replace skills. It is important that the turnover levels are monitored and 
skills are used flexibly to ensure that the Council minimises its costs.

Financial Implications reviewed by: Gill Goddard Senior Financial Accountant

4 Legal and Governance Implications 
4.1 The Employment Committee’s terms of reference include an oversight of employment 

issues and data on workforce stability is to be welcomed, as part of the evidence that will 
impact on workforce planning.

Legal Implications reviewed by: Shahin Ismail, Monitoring Officer

5 Equality and Safeguarding Implications 
5.1 Organisational Statistics are monitored to highlight any potential Equality and Diversity 

implications in line with statutory reporting.

6 Risk and Mitigation
6.1 The risks are outlined the report above



7 Community Safety Implications 
7.1 There are no community safety implications

8 Other Implications (where significant) 
8.1 None

9 Background Papers
9.1 None

10 Appendices
10.1 Appendix 1 Organisational Statistics 

Date of Publication on Forward Plan (if 
required)

Not applicable

Previously Considered by: Not applicable

Report Timeline: 

Final Decision date  Not applicable


