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Report No JC 19/2007 

 
TAYSIDE CONTRACTS JOINT COMMITTEE – 20 AUGUST 2007  

 
Report by the Managing Director 

  
Subject:   ANNUAL RECRUITMENT AND RETENTION REPORT  
  
 
ABSTRACT  
 
This report provides a narrative to, and statistical analyses of, recruitment costs, 
retention rates and other relevant data for the financial year 2006/07. 
 
 
1. RECOMMENDATIONS 
 

That the Joint Committee note and agree the contents of this report. 
 
2. INTRODUCTION      
 

Fundamental to Tayside Contracts’ success is the need to recruit and retain the number 
and quality of employees required to achieve Tayside Contracts’ business objectives, to 
provide a competent and flexible workforce able to meet the changing needs of the 
organisation and to promote Tayside Contracts brand image as a good employer.  To 
address this, the Personnel Unit developed a recruitment and retention strategy which is 
summarised in the Business Plan.    This annual report to the Joint Committee reports on 
and provides analysis of employee turnover, recruitment advertising costs and other 
relevant data.  

 
3. RECRUITMENT ADVERTISING AND COSTS ANALYSIS  
 

I. Advertising Costs - 1 April 2006 to 31 March 2007 
  

Division 2006/7 2005/6 Increase/Decrease  
Catering £34,141 £30,776 +  £3,364      
Cleaning £24,909 £21,125 +  £3,784 
Construction £  6,690 £  5,169 +  £1,522 
Transport £  6,395 £  5,070 +  £1,325 
Quarry £  2,104 £     531 +  £1,573 
Support Services £  3,571 £  1,463 +  £2,109 
Estimating Nil £  5,196 -   £5,196 
I.T. & Quality Nil £     450 -      £450 
Tay Cuisine £  6,395 £  2,722 +  £3,673 
TOTAL £84,205 £72,502 +£11,704 

 

During 2005/06 our expenditure on recruitment advertising amounted to £72,502 and this 
has increased to £84,205 in 2006/7. 

This included a continuation of the large-scale promotional advertising campaigns for 
catering and cleaning employees which had been successful the previous year, not only 
in attracting and recruiting candidates but also by promoting Tayside Contracts brand 
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image and raise awareness not only amongst potential recruits but amongst the wider 
Tayside public of the high quality, essential services we provide.  

This approach has ensured that there is a bank of suitable candidates available to fill 
vacancies quickly when they arise and avoid any detriment to continuity or quality in 
service provision. 

It became apparent during the previous year that this approach worked well within 
densely populated urban areas but was not alleviating the recruitment difficulties 
experienced in some rural areas of Tayside.  In conjunction with our advertising agency, 
Ad Infinitum we developed a strategy to target recruitment advertising more effectively to 
reach potential job applicants in specific local areas.  This understandably proved more 
expensive in respect of the advertising spend per recruit and has had only a limited 
degree of success to date.      

II. Agency Costs 
 

Division 2006/7     2005/6     2004/5 2003/4 2002/3 
Cleaning Nil £  5,877      Nil Nil Nil 
Catering £  9,945 £22,284 £ 17,891 Nil Nil 
Quarry 
  

Nil £  3,297 £ 21,986 £  15,156 £  13,412  

Construction £10,489 £  1,468 £ 16,804 £  23,667 £  56,793 
Support 
Services 

Nil £ 35,797 £ 24,819 £  76,980 £  77,610 

Total £20,434 £68,723 £ 81,500 £115,803 £147,813 
 

Tayside Contracts ongoing efforts to apply the principle of using agency workers only as 
a last resort has resulted in the total cost of agency workers reducing substantially year 
on year, with a saving of over £127k since 2002.   

 
4. RECRUITMENT/RETENTION  
 

In accordance with our recruitment and retention strategy, data on employee turnover 
and labour stability is now reported quarterly to the Corporate Management Team and 
will also be reported annually to the Joint Committee.  The basis for calculation of our 
employee turnover and labour stability data is in accordance with the recommended 
ACAS model (illustrated below) which will also facilitate effective benchmarking 
nationally. 

 
ACAS Model 
 
Employee Turnover % 
 

Labour Stability Index 

Number employed at start of rolling year   
Number employed at end of rolling year 
= Average Number of Employees 
 
Number of Leavers during rolling year x 100  
Average Number of Employees 
= Employee Turnover % 

Current employees with 1 or more years 
service x 100  
Total Number of Employees a Year Ago 
= Labour Stability Index 
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Employee Turnover/Labour Stability Rates  
 
EMPLOYEE TURNOVER          LABOUR STABILITY INDEX 
DIVISION 2006/07 2005/06 +/- 2006/07 2005/06 +/- 
Catering    18.2%    19.4%  - 1.2%      82.0%      76.8%  + 5.2% 

Cleaning    23.1%    19.1%  + 4.0%      80.0%      79.7%  + 0.3% 

Construction 
(Including 
Transport) 

     9.9%      4.6%    + 5.3%      87.4%      87.8%  - 0.4% 

Support 
Services & 
CMT 

   16.3%     4.2%    + 12.1%      84.7%      85.9%  - 1.2% 

Organisation    18.9%    15.9%   + 3.0%      82.2%      80.4%  + 1.8% 

 
I. Employee Turnover 

 
Tayside Contracts’ employee turnover rate for the organisation as a whole was 15.9% for 
2005/06 and has now risen to 18.9% for 2006/7.  The Recruitment and Retention report 
to the Joint Committee last year advised that ‘we are currently exceeding our own 
expectations with a rate of 15.9%’ and concluded that the significant reduction compared 
to the previous year was due to the profile given to a radically different approach to 
recruitment advertising.  The report highlighted the fact that this level of attrition would be 
difficult to sustain and the Business Plan target was accordingly set at 17%.  
Unfortunately, even this proved to be an over-optimistic forecast. 

 
However, it should be noted that our turnover rates for Catering and Cleaning remain 
significantly below the national average for those specific business sectors which was 
32% in 2006 according to the CIPD Annual Recruitment and Retention Report 2007.  
This report also showed that the average employee turnover for all organisations in the 
UK was 18.1%. 

 
Whilst Tayside Contracts’ increase in employee turnover rates appear less negative 
when viewed in a national context, a turnover rate of 18.9% is unacceptable high.  The 
CIPD Annual Recruitment and Retention Report 2007 cites the average cost of 
employee turnover as £8,200 per employee (£2,000 for manual workers), including costs 
of advertising, vacancy cover, recruitment selection, induction and training.   Given that 
440 employees left Tayside Contracts during 2006/07 this is clearly a major cost area 
which must be addressed as a business priority.   

 
Over the coming year a range of recruitment and retention initiatives will be considered, 
introduced or further developed, including;  

  
• Appointing people who have potential to grow but don’t currently have all that’s 

required 
• Taking account of a broader range of qualities, such as personal skills instead of 

qualifications, when considering candidates 
• Increasing starting salaries or benefits package 
• Providing additional training to allow internal staff to fill posts 
• Redefining the job (for example, responsibilities, grade) 
• Offering flexible hours of work 
• Bounty payments to staff for introducing candidates 
• Targeting migrant workers from EU accession countries 
• Giving golden hellos 
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 The significant increase in turnover within the Support Services unit which had not 
previously been problematic is also a serious cause for concern and there will be specific 
focus on this area during 2007/08.  It should be recognised that an attrition rate of 16.3% 
within this category of employee is uncommonly high within any organisation.  

  
II. Labour Stability  

 
Whilst the employee turnover rate shows a negative trend the labour stability index is 
positive, with an increase of 1.7% from 80.5% to 82.2%.  This indicator reveals that our 
longer serving employees are less likely to leave than new recruits.  It is encouraging to 
note that we are retaining more experienced employees which clearly enhances our 
performance and service delivery capability and also ensures that we are receiving a 
return on our training and development investment. 

 
5. DISCLOSURE SCOTLAND – IMPACT ASSESSMENT 
 
DISCLOSURE 
CHECKS 

Forms taking less 
than 10 days 

Forms taking less 
than 19 days 

Forms taking more 
than 20 days 

 Catering Cleaning Catering Cleaning Catering Cleaning 
At 31 March 2006 48% 54% 33% 20% 18% 26% 
At 31 March 2007 37% 45% 39% 27% 24% 27% 

 
In sectors with such high employee turnover as Catering and Cleaning the time delay 
whilst awaiting clearance from Disclosure Scotland to fill vacant posts can place a 
substantial strain on managers and employees to maintain service provision.  Whilst the 
measures we have taken to build a bank of suitable candidates when vacancies arise 
has eased this burden.   It is a concern that the percentage rate for the return of forms in 
less than 10 working days has decreased within both Catering and Cleaning over the 
past year.   

 
The turnaround period was set at 10 working days to reflect Disclosure Scotland’s own 
PI criterion and Disclosure Scotland are currently reporting a 99% success rate in 
achieving this PI.  The apparent anomaly is due to the fact that Disclosure Scotland’s PI 
requires a turnaround of 10 working days for forms which do not have to be passed onto 
to other agencies (e.g. police forces throughout the UK).  It is the view of Disclosure 
Scotland that there are substantially more potential recruits within the catering and 
cleaning sectors who require further checks and this has resulted in a longer turnaround 
period for Tayside Contracts’ Catering and Cleaning candidates.  However, this does not 
explain why the turnaround period had previously been relatively stable at a level of 
around 70% for Tayside Contracts’ applications but has now fallen to less than 50%.  
Disclosure Scotland has undertaken to investigate this matter further and report back on 
their findings. 

 
6. FINANCIAL IMPLICATIONS 
 

There are no direct financial implications associated with the terms of this report. 
 
7. EQUALITY AND DIVERSITY IMPLICATIONS 
 

The financial year 2006/7 has produced new legislation, to complement the Race 
Equality Duty already in place, for Age Discrimination, and Disability, and Gender 
Equality, effective from October and December 2006 and April 2007 respectively.  
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This gives us a statutory responsibility to positively promote and ensure awareness of 
equality and diversity issues, and to eliminate harassment and promote positive attitudes 
by encouraging minority groups of people into the workplace, all of which is particularly 
relevant to the recruitment and selection of employees.  
 

8. CONSULTATION 
 
The Clerk and the Proper Officer to the Joint Committee have been consulted on the 
preparation of this report. 

 
9. CONCLUSION 
 

Whilst our recruitment and retention strategy has achieved the desired outcome in 
respect of ensuring adherence with statutory requirements relating to the recruitment 
process without unduly impacting on service delivery, the initial positive influence of the 
implementation of the strategy on attrition rates is now diminishing.  Further initiatives will 
be appraised, as detailed above, and implemented where appropriate over the coming 
months to achieve a reduction in attrition rates to 18% by the end of the 2007/08 
financial year, as detailed in the Business Plan. 

  
IAIN C WADDELL 
MANAGING DIRECTOR  
 
 
BACKGROUND PAPERS 
 
No background papers were relied on in preparing this report. 
 
 
 
 
 


