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Item 2.3: HUMAN RESOURCES AND HEALTH & SAFETY ANNUAL REPORT 2011-2012 

1.  Purpose of the Report 
 

1.1 This report provides members of the Authority with an annual overview of trends in 
the Northumberland National Park Authority workforce and their strategic 
implications. It also gives an overview of activity within the function and identifies 
areas for action in the coming year.  

2.  Recommendations 
 
2.1 The Authority is recommended to  note the progress made within Human 

Resources and Health and Safety during 2011/12 
 

3.        Implications 

Financial and Risk 
3.1 The report identifies that the Authority’s Organisational Change programme has 

reduced staffing levels from 81.5 to 60.8 staff (full-time equivalent) which has 
achieved a more balanced ongoing budget strategy as staff costs are now less than 
66% of Defra core grant down from 80%.  

3.2 The main human resource risk is absences amongst key staff. This has been partly 
mitigated by maintaining overall low levels of staff sickness, employing qualified 
agency and consultancy staff to cover gaps due to staff turnover and peaks in work 
and long-term sickness. However, given the significant reduction in the staff resource 
this remains a risk. 

Equalities 
3.3 The analysis in the report shows that the Authority now employs very few people 

under the age of 30. This is largely the result of the forced closure of the two 
apprenticeship programmes. In most other respects the report shows that the 
Authority’s workforce composition is similar to that in the region.  

4. Background 
 
4.1  The Authority’s staff are its most significant resource. Human Resource management 

and development is key to the Authority achieving its vision, aims and objectives. 
Human Resource management and development is concerned with all people 
issues, and incorporates equality, culture, structure, values, commitment and the 
matching of human resources to current and future priorities. It assists managers in 
ensuring the knowledge, skills and abilities of people are properly deployed and all 
employees are supported within the organisation in order to create maximum value 
and sustain long term performance. 

4.2  Human Resource management integrates with, and informs, the Corporate Plan, the 
Business Plan and other strategic areas of work. Elements of the work are highly 
legislative and cover areas such as Recruitment, Employee Relations, Equality and 
Workforce Planning. 

4.3  The Authority currently employs two part-time members of staff (1 full-time 
equivalent) to deliver this function. The Authority’s in-house staff have access to 
specialist advice on legislation and best practice for Human Resources via Newcastle 
City Council. 
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5. Organisational Change 

5.1 Most of the Human Resource activity in 2011/12 was focused on organisational 
change. In particular, establishing a new management team; slotting-in and internally 
appointing staff to new posts; and managing the programme of voluntary and 
compulsory redundancies. 

 
5.2 It is very important to look after all staff, who remain in an organisation after 

organisational change. Following a suggestion from the Review Panel, an external 
mentor will come into the Authority to facilitate two workshops on ‘Survivor 
Syndrome’ for staff and provide one-to-one discussion opportunities if necessary. 

 
5.3 A review of all of the Human Resources policies is underway to update them in terms 

of employment legislation and the new organisational structure. Members will be 
asked to approve the updated policies on a phased basis during 2012/13. 

5.4 The Authority aims to seek alternative providers for the Visitor Centres at Rothbury 
and Ingram, subject to TUPE (Transfer of Undertakings Protection of Employment) 
legislation. If alternative providers are not found, these visitor centres will close this 
Autumn. The Human Resources Officers are supporting the visitor centre staff. A 
career transition budget is in place for these employees with access to external 
specialist providers. Four staff are currently at risk of compulsory redundancy and 
one of the staff has secured alternative employment at the Once Brewed Centre. 

6.  Strategic Trends and Information 

6.1 The comparison of staff costs to Defra grant is at its lowest level since 2004/05 
(65.8%). The reductions can be largely attributed to the fall in staff numbers and to a 
lesser extent, a third year of pay freezes. 

6.2 The average number of employed staff (as full-time equivalent posts) has fallen from 
81.5 in 2010/11 to 60.8 in 2011/1 - a 25.4% reduction. This was largely as a result of 
voluntary redundancies (9) and compulsory redundancies (4). These reductions 
represent most of the staff cuts as the Authority front-loaded staff cuts into the first 
year of its four-year budget plan in response to Defra’s 33% cut in resources. 

6.3 The Authority’s workforce composition has averaged approximately equal proportions 
of male and female staff over the last 5 years. Recruitment figures from the same 
period show that recruited staff were made up of 50.9% female and 49.1% male. The 
gender pay gap remains at 0% whereas the public sector average is 20.1%. 

6.4 Short-term sickness has fallen to the lowest ever level (1.61 days per employee) and 
has been reduced by 62% in the last 5 years. However, total sick days have risen to 
7.0 per employee - over 81% of this is due to long-term sickness. This performance 
remains less than the public sector average of 8.3 days per employee. The Authority 
is susceptible to the loss of key staff as in cases of long term sick, and as a result 
programmes of work are often deferred. Over the last 5 years, an average of 2.5% of 
work time has been lost to sickness absence. 

6.5 Staff turnover has risen dramatically to 20.3%. The majority of turnover is due to 
redundancies (see Table 2.3 in Appendix 2 for details). There was only one 
resignation due to the very tight labour market. 

6.6 The results of recruitment activity in 2011/12 show the Authority has attracted on 
average 31 candidates per post, which is over double the figure from 2010/11. Costs 
of recruitment per post have fallen by 63% in the last 5 years. This is largely due to 
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targeted use of websites, rather than national and regional newspapers, where 
advertising is much more expensive. The most popular post was that of Temporary 
Administrative Officer, which attracted 43 applications.  
 

6.7 The percentage of applications from black and minority ethnic groups has risen 
slightly to 9.6%, achieved by using media which attracts national applications.  

 
6.8 The terminating of the apprenticeship programmes has resulted in the age profile of 

staff becoming one of an ageing workforce with only 8.7% of staff being under 30. 
This situation will be monitored and opportunities will be explored including creating 
placement posts, although not targeted at young applicants, these will provide 
experience for those early in their careers. 

 
7. Human Resources Action Plan 
 
7.1 The focus of the Human Resources Action Plan is on the Authority being recognised 

as an ‘Excellent’ Authority. It covers the following areas: 

Skills  

7.2. Ensuring that staff and members have the skills they need by identifying and 
supporting the necessary training. A key aspect is to ensure that staff in the new 
structure are fully equipped to perform their roles, especially the new managers. 
Priority training for all new managers was delivered in 2011/12. 

7.3 A wide variety of training and development will be sourced from the new Human 
Resources advisers, Newcastle City Council. Sourcing and arranging training will 
now be much more efficient and cost effective. 

7.4 During 2011/12 

 79% of the health and safety training was completed and will be refreshed in 
three years or more; 

 the Investors in People Award was successfully retained in January 2012; and 
 the training budget for 2011/12 was under-spent by £3,800 (18%). 

 
7.5 In 2012/13 an increase in the training budget has been provided to allow for the 

training of staff to take forward their new roles as part of the organisational change. 
 
 Member Training, Development and Appraisal  

7.5 The member induction process has been streamlined to make it more efficient and 
less time consuming. Nationally a Member Development Toolkit has been produced 
to inform member training programmes. 

 
7.6 Evaluation of member training has been introduced to ensure that good practice can 

be built upon and weak training provision addressed The member appraisal is 
confined to non-parish Secretary of State members thus fewer than half the members 
receive a formal appraisal which could identify development areas. 

 
Healthy Workplace 

 
7.7 This year we aim to gain the North East Better Health at Work Silver Award to 

promote wellbeing initiatives. Benefits of this workstream include: preventing 
absence; improving staff resilience; lowering stress levels; and improving staff 
morale. 

7.8 Health and Safety Executive’s Stress at Work toolkit survey was carried out in 2007, 
2009, 2010 and May 2012. It captures staff attitudes towards many aspects of their 
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working life to be benchmarked against previous surveys and other National Parks. 
The response rate was over 75%. Initial analysis shows improvement across the 
majority of areas, especially control, management support and peer support. Further 
analysis will be carried out and presented to the Leadership Team by the end of July. 

 Equalities, Recruitment and Retention 
 
7.9 An audit of Human Resources policies and the recruitment process was undertaken 

and a high level of assurance was received. 
 

8. Health and Safety 
 

Arrangements 
 
8.1 Members receive information on health and safety at the June and December 

Authority meetings as part of annual and six-monthly human resource reports. 
 
8.2 Specialist advice on all aspects of health and safety is bought-in. During 2011/12 this 

was provided by Northumberland County Council. In 2012/13 and for the following 
five years this service will be provide by the Peak District National Park Authority. 
The service includes: 

 A critical review of all the current health and safety policies and procedure 
leading to a 3 year programme of improvement; 

 A review of the Authority’s information systems to provide reliable and 
comparable data and accountable procedures for follow up action;  

 Routine inspection and audit of all Authority premises; and 

 Develop and deliver a programme of core training for senior managers, 
managers, other staff and volunteers. 

 
8.3 The management of health and safety within Northumberland National Park Authority 

is co-ordinated by the Health and Safety Working Group. . 
 

Progress in meeting Health and Safety controls and actions 
 
8.4 A number of health and safety arrangements and responsibilities were affected by 

reductions in staffing resources and restructuring during 2011/12 and the transition to 
a smaller managerial and administrative team. The loss of experience in key areas of 
work posed a risk to monitoring and implementation of policies, arrangements and 
ways of working. The Strategic Risk Register set this as a primary risk to be actively 
addressed as a priority. 

8.5 To reduce the risk a number of controls and outcomes were set and actions were 
delivered in 2011/12. Quarterly updates were provided to members. 

Control Outcome Follow up action 

1. Ensure continuity of 
Health and Safety advice 
through a service level 
agreement to ensure 
adequate and up to date 
arrangements are in place.  
 

The existing Service Level 
Agreement extended up to 
the end of March 2012 to 
ensure continuity during a 
period of change. 

Tendering process 
entered into and 
completed by 
February 2012. Peak 
District National Park 
Authority awarded the 
contract.  

2. Have in place effective 
and successful Health and 
Safety management systems 
and ensure managers and 

Technical review and 
update on relevant 
legislation in the Health and 
Safety Manual completed   

Review of Health and 
Safety Working 
Arrangements linking 
legislation and 
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Control Outcome Follow up action 

staff are aware of their 
Health and Safety 
responsibilities. 
 

policies to working 
practices. 40 working 
arrangements 
completed 6 
outstanding. 

3. Provide training for 
managers, staff and 
volunteers in identified areas 
of Health and Safety  

79% of staff H&S training 
completed. Volunteer 
training relating to health 
and safety completed by the 
end of March 2012 

Outstanding training 
dependant on external 
trainers. Available 
dates run into 2012/13 

4. Review membership of the 
Health and Safety Working 
Group to ensure membership 
matches new structures.  

Membership of the Health 
and Safety Working Group 
reviewed. Representation 
from across the Authority.  

4 meetings per year to 
advise on and monitor 
Health and Safety 
arrangements and 
procedures. 

 
 Health and Safety Monitoring 
 

8.6 There were four recorded accidents and dangerous occurrences for 2011/12. Three 
of the reported accidents were minor incidents and no further actions were 
required. One accident resulted in a major injury and a report was submitted 
to the Health and Safety Executive. Following the completion of the Incident 
Investigation Pro-forma which highlighted a delay in reporting the incident to 
the Health and Safety Executive all staff have been informed of procedures 
for reporting. 

 
 
Contact Officers: 
For further information regarding Human Resources contact Mary Wallace or Claire 
Somogyi, Human Resources Officers, on 01434 611576   
or e-mail: mary.wallace@nnpa.org.uk or claire.somogyi@nnpa.org.uk 
 
For further information regarding Health & Safety contact Derek Proudlock, Head of 
Operations, on 01434 611505 or email: derek.proudlock@nnpa.org.uk 
 
Background Papers:  None 
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Appendix 1:  Key Strategic Trends 
 
Table 1.1 
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Relative Employee Costs

Share of Total Income Spent on Employee Costs

Share of Defra Grant Spent on Employees

20.9 % reduction in Employee costs
in 2011/12

Over last 5 years
9.3% reduction in Employee costs 
Average share of Total income spent
on employee costs = 54%

Share of total income/Defra grant spent 
on employees in 2010/11 increased due
to decision to absorb 5% in year savings
from programme budget.

 
 
 
Table 1.2 

 
 
 
Table 1.3 
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Table 1.4 
 

 
 

 
Table 1.5 
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Appendix 2 to Item 4:  Detailed results of performance to March 2012. 
 
Table 2.1 

Employee Background 2011/12 2010/11 2009/10 Labour 
Market 

Full time posts 65.7% 70.3% 75.8%  
Part time posts 34.3% 29.7% 24.2%  

Black and Minority Ethnic 
Background  

1.3% 1.3% 3.2% 2.0% 

Staff considered disabled  2.6% 2.6% 3.2% 10.9% 
 
Table 2.2 

Age Profile NNPA staff (%) Labour market (%) 

16- 19 0.0 6.8 
20 – 29 8.7 19.4 
30- 44 36.3 34.1 
45-59 43.4 29.1 
60-64 8.7 10.6 
65+ 2.9 0 

 
 
Table 2.3 

Leavers 2011/12 2010/11 2009/10 

Voluntary Resignations 1 6 8 

Retirement 1 0 3 

Voluntary Redundancies 9   

Compulsory 
Redundancies 

4 0 0 

End of fixed term contract 1 18 9 

Total Leavers 16 24 20 

Turnover  21.6% 22.8% 21.1% 

Turnover  (excluding 
fixed term contracts) 

20.3% 2.2% 11.6% 

 

Table 2.4 

Recruitment 2011/12 2010/11 2009/10 

Average cost per post  £1,324* £407 £378 
No of posts advertised 3 7 22 
Average No Applications  31 13.8 13.3 

Applications Received 
for Employment  

2011/12 2010/11 Labour Market 

Disabled 3.2% 3.1% 12.7% 
Ethnic minority 9.6% 9.3% 2.0% 
Male 54.2% 32.0% 51.2% 
Female 45.8% 68.0% 48.8% 

*Senior management recruitment with national press advertising otherwise the average cost 
per post would have been £490. 


