
To: VACANCY MONITORING 
S U B-COM M l l T E  E 

Date: 30 June 2010 

Subject: VACANCY MONITORING - 
ARRANGEMENTS 

Ref: JOH/IP 

From: EXECUTIVE DIRECTOR OF 
CORPORATE SERVICES 

1. Purpose 

1.1 The purpose of this report is to set out proposed arrangements for the operation of the 

Vacancy Monitoring Sub-Committee which is a sub-committee of the Policy and Resources 

Committee. 

2. Sub-Committee Arrangements 

2.1 The intention to establish a vacancy monitoring arrangement was established at the Budget 

Meeting held in February 2010 following on which the Policy and Resources (Human 

Resources) Sub-Committee held on 2 March 201 0 set out further arrangements involving 

the Sub-Committee, including establishing the remit which is to monitor vacant posts within 

the Council’s establishment and to identify and implement such measures as are, from time 

to time, required to control the filling of such posts. It is to operate with a membership of 

eight. 

2.2 In terms of those arrangements the HR Sub-Committee agreed the basis of a Sub- 

Committee of 8, with a proportionate political balance of Labour 5, SNP 2 and Other 1. In 

terms of those arrangements the subsequent Policy and Resources Committee agreed the 

membership of Councillors Smith (Convener) and Councillors Higgins, Jones, J. Love, Lyle, 

McCabe, Morgan and Taggart. 

3. Method of Operation 

3.1 In the context of earlier vacancy control arrangements where detailed exceptions were 

brought forward from the recruitment moratorium then in force, discussion has taken 

place with the Depute Leader as the Convener of the Vacancy Monitoring Sub-Committee 

as to how the Sub-Committee might best operate. In the light of past experience it is 
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3.2 

3.3 

3.4 

3.5 

suggested that the Sub-Committee’s resources would best be engaged in monitoring 

vacancies above a certain level or grade both to ensure that appropriate control 

mechanisms are in place and to provide an assurance that no opportunities are being lost 

for appropriate amalgamations or other similar opportunities at professionaVmanagement 

levels. 

Attached as Appendix 1 are the salaries appropriate to the grades set out at NLC 12 
through to 18 along with details of the number of employees in these respective grades by 

reference both to head count and full time equivalents. 

In broad terms two options are suggested. The first is to establish a management level of 

NLC 14 and above which would be the subject of the detailed control of the Vacancy 

Monitoring Sub-Committee. The rationale behind this is that this equates broadly to the 

former principal officer grade 12 in terms of which, under long standing arrangements, the 

Chief Executive required to consider granting authority to any proposal to fill a vacancy at or 

above that grade. This would involve a control remit of approximately 247 posts. 

The second option is to establish this at a lower level of NLC 12 and above. This would 

provide a control remit involving a considerably higher number of posts, approximately 777, 
and would involve grades earning at a salary level of approximately f30,800 per annum 

and above (excludes teaching staff). The numbers involved are approximate as they 

clearly represent a snapshot at any particular time. 

A number of directly provided social work services are registered with, and regulated by, 

the Scottish Social Services Council for the Regulation of Care. Such services are required 

to operate to national care standards and conform to staffing ratios that demonstrate 

compliance with such standards. These services cannot legally operate without a 

registered manager and include posts of Manager NLC12 - Children’s Houses; Integrated 

Service Co-ordinator NLC 13 - Integrated Day Services; Home Support Team Leader and 

Service Co-ordinator NLC 12 - Homecare; and Locality Manager NLC 12 - Day 

Opportunities Service for Younger Adults. The total number of posts within the listed 

designations is 24 FTE. On the basis of the legal requirement to operate with a registered 

manager, it is proposed to exclude from the operational arrangements of the Sub- 

Committee the posts identified. 
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3.6 

4. 

4.1 

4.2 

The remaining issue for consideration is the arrangements for those staff not on local 

government employee grades, essentially teaching staff. Given that these are determined 

by ratio it will not be appropriate to apply the same arrangements for teaching staff. 

Nonetheless, it will be important that opportunities are not lost to look at options for savings 

where these may exist at the higher levels of school management. On that basis, it is 

proposed to exclude from the operational arrangements of the Sub-Committee staff on 

teachers conditions of service who are classroom based. 

Interim Management Arrangements 

It is appropriate also to record the interim management arrangements put in place since the 

meeting of the Corporate Management Team on 26 January 2010. While these have been 

reported formally at an earlier stage, by way of reminder, they have consisted of: 

Vacancies over six months - It will be recalled that it had been identified at the 

end of January 2010 that there were approximately 143 full time equivalent posts 

across Services which had been vacant for over six months and which were not 

directly required in terms of structure reviews already approved by the Council. 

These vacancies continue to require specific permission from the Chief 

Executive, if there are proposals that any be filled. 

Currentlnew vacancies - In this case the filling of such vacancies can only be 

authorised by direct sanction at Chief Officer level, with responsibility to the 

employing Service to deal with the consequent budget issues. 

ExternaVinternaI recruitment - It was also agreed at the HR Sub-Committee in 

March that a first presumption be established of internal recruitment unless, at Chief 

Officer level, there is considered to be a pressing reason to arrange for a 

simultaneous, external, recruitment campaign and that external recruitment would 

otherwise be sanctioned only when an internal recruitment campaign had not 

produced an appropriate candidate. 

In terms of experience to date, Appendix 2 sets out some details in relation to posts vacant 

at the point at which the interim management arrangements were implemented on 26 

January 2010 and the 359 posts that have become vacant since that date. Table 1 sets out 

the number of vacancies that have arisen in Services since 26 January. 
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Of these, 144 posts have been authorised for recruitment and are either filled or are in the 

recruitment process. Compared with an equivalent period in 2009, there has been a 

reduction in posts authorised for recruitment of over a third (226 posts in 2009 against 144 
posts in 2010). Of those posts that have been authorised for recruitment since 26 January, 

over two thirds have been advertised internally only, compared with less than 10% of posts 

advertised in the same period in 2009. Nearly two thirds of the 359 posts becoming vacant 

since 26 January are currently held vacant for a variety of reasons (for example, pending a 

restructure, identified as efficiency savings, held for potential redeployment, for budget 

requirements, etc). Details are provided in Table 2. 
Table 3 of Appendix 2 summarises all vacancies that existed as at 26 January 2010 and 

those which have arisen since. From the total of 890.06, over 63% have not been filled and 

have been held for a variety of reasons, as set out in Table 4. 

4.3 

4.4 In addition to reviewing service delivery needs when a vacancy arises, Services require to 

manage employee costs which have an in built budgeted turnover factor. To achieve 

budget requirements, a number of vacancies need to be held vacant at any point in time. 

Appendix 2, Table 5 ,  includes details of the budgeted turnover requirement for each 

Service. Across all Services, the budgeted turnover requirement amounts to 277 posts. 

5. Recommendations 

5.1 That the Sub-Committee note its remit to: 

monitor vacant posts within the Council’s establishment and to identify and implement such 

measures as are, from time to time, required to control the filling of such posts. 

5.2 In the light of that remit to agree, for operational purposes, following discussion with the 

Convener, that the Sub-Committee’s attention be specifically directed - and its authority 

sought - to fill vacancies when these are thought to be required at a level of NLC 12 

(f30,861 to f37,905) and above. 

5.3 To except from these operational arrangements the managerial posts within Social Work 

Services as detailed in paragraph 3.5. 

5.4 To except from these operational arrangements staff who are on teachers conditions of 

service and who are classroom based. 
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5.5 To note the interim management arrangements made and the outcomes to date. 

5.6 To receive future reports on a regular basis as to the management of vacancies. 

U 

Executive Director Corporate Services (8 
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APPENDIX 1 

NLC Employees by Grade (Between Grades 12 and 18) 

Grade 

NLC Grade 12 

NLC Grade 13 

NLC Grade 14 

Scale 

From To 

f 30,861 f37,905 

f34,458 f41,553 

f 36,195 f43,437 

NLC Grade 15 1 f42,474 1 f47,631 

Headcount 

452 

78 

152 

FTE 

433.34 

76.70 

147.86 

NLC Grade 17 1 f51,117 1 f57,264 

NLC Grade 16 f46,527 f 52,329 

Totals 

NLC Grade 18 f54,750 f61,452 

24 24.00 

38 38.00 

26 26.00 

7 7.00 * 752.9 
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APPENDIX 2 

Service 

Chief Executive's Office 

Corporate Services 

Environmental Services 
Finance and Customer 
Services 
Housing & Social Work 
Services 

Learnina & Leisure Services 

Table 1 - Posts that have become vacant since 26 January 2010 

In recruitment 
process and not yet 

Filled filled Not filled Total 

4.00 4.50 5.00 13.50 

4.00 3.00 12.50 19.50 

11.80 7.90 90.93 110.63 

30.77 2.50 11.50 44.77 

58.85 16.83 93.33 169.00 

2.00 2.00 

Total 109.42 34.73 215.26 359.40 
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APPENDIX 2 

Service 
Chief Executive’s Office 

Chief Executive’s Office Total 

Table 2 - Posts that have become vacant since 26 January and have not been filled (i.e. “not 
f i I led ”) 

Comment Total 
Held pending service review 
Possible efficiency savings 2.00 
Post has substantive post holder 

1 .oo 

2.00 
5.00 

*Delay in filling to assist in addressing financial position and to hold posts open for 
redeployment opportunities re efficiency savings, schools and centres 2 1, school 
rationalisation consultation proposals and closures. However, where cover is necessary, the 
duties are covered by current staff undertaking additional duties or hours or, by exception, 
filling post. 
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APPENDIX 2 

Service 

Chief Executive's Office 

Corporate Services 

Environmental Services 

Finance and Customer 
Services 

Table 3 - Posts vacant at and since 26 January 2010* 

In recruitment 
process and not yet Not 

Filled filled filled Total 

6.00 4.50 10.00 20.50 

11.00 6.00 46.53 63.53 

47.30 24.10 223.52 294.92 

44.27 1.00 27.80 73.07 

Housing & Social Work 
Services 

Learning & Leisure Services 

Total 

149.23 30.10 239.82 419.14 

1 .oo 17.90 18.90 

258.80 65.70 565.57 890.06* 

*including 359.4 posts that have become vacant since 26 January 2010 
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APPENDIX 2 

Services 

Table 4 - Posts Vacant at and since 26 January 2010 and have not been filled (i.e. “not filled”) 

Held for possible redeployment 
Held pending implementation of Service restructuring 
On hold for Efficiency Saving 

7.40 
10.50 

Services Held for possible redeployment 
Held pending implementation of Service restructuring 
On hold for Efficiency Saving 

7.40 
10.50 

10 

Learning & Leisure Services Total 
Grand Total 
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17.90 
565.57 

Learning & Leisure Services Total 
Grand Total 

17.90 
565.57 
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