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Annual People Scorecard 2016/17:  Analysis of key data and trends over the last 3 years
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1.
Introduction
1.1
The Annual People Scorecard was designed to provide a range of Scottish Courts and Tribunals workforce information.  It was first produced for the business year of 2008/09.
  
1.2
This report considers the data of 2016/17 against the data from the preceding three years, highlighting particular trends or issues apparent from the data.  It also identifies action being undertaken to manage and address issues that have been identified from this analysis.
2.
Headcount

2.1
The SCTS headcount in 2016/17 is recorded as 1736 (Tables 1.1 and 1.2 from the Scorecard).  This is very similar to the headcount of 2015/16 which was 1742.  Headcount increased after 2014/15 due to the merger with the Scottish Tribunals Service.  The grade and age profile of the organisation did not change significantly due to the merger.
Table 1.1
	Grade
	Head count
	F
	M
	Ethnic Minorities
	Declared Disability
	Avg
Age 
	Avg
Length

Of Service
	Employee

FTE

	Director
	18
	6
	12
	0
	0
	50.2
	15.9
	18.0

	Non-Executive Director
	9
	3
	6
	0
	0
	55.8
	3.0
	20.0

	Senior Manager
	43
	26
	17
	0
	0
	47.6
	15.5
	41.3

	SEO
	125
	72
	53
	1
	6
	48.8
	18.6
	114.7

	HEO
	172
	112
	60
	1
	10
	44.3
	20.2
	163.3

	EO
	431
	306
	125
	7
	22
	42.9
	16.7
	394.0

	AO & Clerk/Typist
	597
	452
	145
	1
	26
	41.3
	10.9
	536.1

	Typists
	6
	6
	0
	0
	0
	56.8
	31.5
	4.8

	AA & Support Grades
	335
	162
	173
	2
	9
	50.8
	7.0
	261.3

	1Total
	1,736
	1,145
	591
	12
	73
	48.7
	15.5
	1533.5

	Percentages of total
	 
	66.0%
	34.0%
	0.7%
	4.2%
	 
	 
	 


1
For Tables 1, 2, 3 and 4; includes staff on Zero Hours contracts (not all have been utilised in 2016/17).
2
Non-Executive Directors do not have set working hours and therefore have an Employee FTE of 0.0

Table 1.2

	Area of Business
	Headcount
	Employee FTE
	Percentage

	Supreme Courts
	171
	155.0
	9.9%

	Sheriff and JP Courts
	1159
	1003.5
	66.8%

	Office of the Public Guardian
	85
	78.0
	4.9%

	Tribunals Operations
	113
	109.4
	6.5%

	3Headquarters
	172
	153.0
	9.9%

	Judicial Office
	36
	34.6
	2.1%

	1Total
	1,736
	1533.5
	100.0%


3
Includes Non-Executive Directors, senior operational managers and operational staff working on corporate projects.
Headcount 2014 - 2017
	Year
	Headcount

	2016/17
	1736

	2015/16
	1742

	2014/15
	1603


3.
Age Profile

3.1
Age diversity is important to all employers.  Different age groups can possess different skillsets and experience which can enhance performance and delivery.  The SCTS is an ‘Age Positive’ employer and displays the logo on our Recruitment materials. This brings a commitment to effectively manage an ageing workforce of all generations.  The Equality Act 2010 also applies legal obligations to employers to protect employees against direct and indirect discrimination, harassment and victimisation on the basis of their age.
3.2
Table 1.3 from the Scorecard shows that 42.3% of the SCTS workforce is aged over 50 and almost 11% of the SCTS workforce is aged over 60.  These proportions have not changed significantly in the last 3 years or indeed since the first Scorecard was produced in 2008/09.  Since 2008/09 there has been an increase of around 5% in the staff aged over 50.  The percentage of staff aged over 60 has however remained steady at around 10% of the organisation.
3.3
These figures are comparable with levels discovered by the Chartered Institute of Personnel and Development in research it undertook in 2015 for its report “Avoiding the demographic crunch: Labour supply and the ageing workforce”, and are also comparable with the data shared by Audit Scotland in its 2013 report “Scotland’s public sector workforce”.

3.4
As the percentage of staff aged over age 50 has not dramatically changed since the production of the first Scorecard in 2008/09, we know there was no significant impact on age profile arising from the removal of the compulsory retirement age in 2011.  This could be linked to the terms of the Civil Service Pension Schemes which meant that many SCTS staff were working towards their scheme ‘normal retirement age’ (usually age 60) before leaving, rather than being impacted by the removal of the compulsory retirement age.  The Civil Service Pension Scheme has been amended significantly in recent years however, with staff who have joined since 2015 and those currently under age 50 (approximately) being placed in the Alpha Pension Scheme.  This scheme has a normal retirement age aligned to the State Pension Age.  From 2019, the State Pension age will start to increase for both men and women to reach 66 by 2020 and then 67 by 2028.  Unless there are further changes to the Civil Service Pension arrangements the SCTS can expect to see a significant shift in its age profile over the next 10 years as staff increasingly work into their late 60’s before being eligible for payment of an un-reduced pension.
3.5
The CIPD stated in 2012 that Britain was running out of workers as there was an expectation of 13.5 million vacancies to 2022, but only 7 million young people would leave school or college in that same period.  They identified older people as the main untapped source of labour as their numbers were growing.  Many older workers remain ‘Aspirers’ (those seeking new challenges into their 50s and beyond), ‘Stayers’ (those content in their current role and keen to carry on working) and ‘Downsizers’ (those who have an appetite to carry on working but perhaps in a different role or on a reduced time basis).
3.6
The SCTS has a number of policies to mitigate risks of an aging workforce and to retain ‘Aspirers’, ‘Stayers’ and ‘Downsizers’, such as supporting staff health and wellbeing, providing occupational health and counselling support, and allowing more flexible working such as part time working, flexible working and partial retirement options.  The SCTS already successfully employs a number of staff aged over 70 years old, and has had 21 staff take partial retirement since 2014/15.  
3.7
Whilst stereotyping older workers as not being ‘tech-savvy’ for example may be incorrect and discriminatory, research does show that older workers may learn and assimilate information in different ways to young workers (DWP: Practical Tips and Guidance on Training a Mixed-Age Workforce).  This emphasises the importance of implementing learning and development approaches which are blended and allow a diverse workforce to access learning opportunities, and learn using different styles and at different rates.  The SCTS Learning and Development Team’s development of the POD system (Personal Online Development) assists the SCTS to provide a variety of learning methods to staff.
Table 1.3

	Staff by Age Group
	Headcount
	Percentage

	16 - 24 years old
	86
	5.0%

	25 - 29 years old
	171
	9.9%

	30 - 39 years old
	372
	21.4%

	40 - 49 years old
	373
	21.5%

	50 - 59 years old
	545
	31.4%

	60+ years old
	189
	10.9%

	1Total
	1,736
	100.0%


Age profile 2014 - 2017

	
	2016/17
	2015/16
	2014/15

	Staff by Age Group
	Percentage
	Percentage
	Percentage

	16 - 24 years old
	5.0%
	6.2%
	6.2%

	25 - 29 years old
	9.9%
	9.4%
	8.3%

	30 - 39 years old
	21.4%
	21.5%
	20.8%

	40 - 49 years old
	21.5%
	21.5%
	23.3%

	50 - 59 years old
	31.4%
	31%
	29.5%

	60+ years old
	10.9%
	10.5%
	11.9%

	1Total
	100.0%
	100.0%
	100.0%


3.8
Table 1.3 also shows that the SCTS has seen a reduction in staff in the age group of 16-24 years old from 108 (6.2% of staff) in 2015/16 to 86 (5.0% of staff).  This has occurred at the same time as an increase in staff in the 25-29 years old age group, so a natural aging of the existing workforce could explain the shift in age profile.  
3.9
The SCTS Youth Employment Strategy which ran to 2015 committed the SCTS to try and achieve 7% of its workforce in the 16-24 age groups.  The SCTS is still strongly committed to improving employment opportunities for young people and initiatives such as the Modern Apprenticeship pilot and framework (HR Business Plan Objective 2) will assist in achieving this.  Table 2.15 shows that the largest number of job applications that the SCTS receives is from staff in the 16-24 age groups (24.3% of all applications), but research in 2017 for XpertHR confirms that employers find recruiting young workers challenging as it can be difficult to interview and assess potential where work experience is limited.  HRU Business Plan Objective 8 – Review of Recruitment Strategy, involves attracting a more diverse workforce (including an age-diverse workforce) which will ensure that the SCTS continues to do all that it can to attract and recruit from across the age spectrum.  
3.10
At the SCTS Senior Manager’s Conference in January 2017, a session exploring ‘Future Trends in Scotland’ considered the implications of social changes such as the expectations of the Millennial Generation and their tendencies to build portfolio careers, have less loyalty (more than half of millennials expect to have between 2-5 employers during their working life), their value placed on mobile/remote working, and the universal adoption of technology.  These all present a challenge to the SCTS in the areas of succession planning, workforce expectations and maintaining engagement.  The HR Business Plan 2017-18 includes initiatives such as Objective 9 – ‘Talent Management’, and Objective 3 – ‘Developing Leadership’ which will help address these challenges, and work is undertaken continuously each year to ensure that staff engagement remains high: the SCTS is classed as a Civil Service ‘High Performer’ in this regard.

3.11
The SCTS People Strategy 2018 - 2021 includes activity to ensure that SCTS continues to have systems in place which attract, reward, develop, and retain a diverse workforce with diverse needs and expectations.

4.
Service Profile

4.1
Table 1.4 shows that there has also been a reduction in the number of staff who have less than one year’s service from 9.4% in 2015/16 to 6.7%, which again suggests that the shift in age profile could be attributable to the natural progression of the SCTS’s workforce profile.
Table 1.4

	Length of Service by Grade of Current Post

	Grade
	< 1 year
	1-4 years
	5-9 years
	10-19 years
	20+ years

	Director
	3
	3
	2
	4
	6

	Non Exec Director
	0
	7
	2
	0
	0

	Senior Manager
	3
	9
	8
	7
	16

	SEO
	8
	9
	30
	26
	52

	HEO
	5
	9
	21
	65
	72

	EO
	1
	53
	92
	149
	136

	AO & Clerk/Typist
	50
	196
	103
	136
	112

	Typists
	0
	0
	0
	0
	6

	AA & Support Grades
	46
	129
	63
	74
	23

	1Total (Headcount)
	116
	415
	321
	461
	423

	Percentages
	6.7%
	23.9%
	18.5%
	26.6%
	24.4%


4.2
This reduction in the number of staff with less than one year’s service also then reflects a reduction in the number of recruitment appointments made in 2016/17 which dropped from 149 in 2015/16 to 103 (Table 2.9).  The shift in staff profile has an impact on training and development as individual’s staff development needs change as their service and experience increases: staff in their first year require training inputs such as Corporate Induction and introductions to subject matter.  Those with more service are more likely to require development in gaining greater depth of knowledge in their areas of work and as they gain promotion to higher graded posts.

5.
Sickness Absence

5.1
Tables 2.1 and 2.2 refer to sickness absence by grade and by Sheriffdom.  Days are calendar days, not working days.
5.2
SCTS sickness absence has increased (short and long term) during 2016/17 to a total of 14.3 days per person.  This is an increase of 13.5% from the figures for 2015/16.
Average days lost through all sick absence 2014 - 2017
	Year
	Days lost (all sick absence) 

	2016/17
	14.3

	2015/16
	12.6

	2014/15
	12.0


Table 2.1

	Sick Absence by Grade

	Grade
	Average days lost through short term sick absence
	Average days lost through long term sick absence
	Average days lost through all sick absence

	Director
	2.8
	2.3
	5.1

	Non-Executive Director
	0.0
	0.0
	0.0

	Senior Manager
	1.6
	1.2
	2.8

	SEO
	2.9
	6.6
	9.5

	HEO
	2.9
	8.1
	11.0

	EO
	5.3
	11.8
	17.1

	AO & Clerk/Typist
	6.2
	8.0
	14.2

	Typists
	4.7
	0.0
	4.7

	AA & Support Grades
	5.0
	11.9
	16.9

	Overall Average
	5.0
	9.3
	14.3


Table 2.2
	Sick Absence by Sheriffdom/Unit

	Sheriffdom/Unit
	Average days lost through short term sick absence
	Average days lost through long term sick absence
	Average days lost through all sick absence

	Supreme Courts
	5.3
	11.2
	16.5

	Grampian, Highland & Islands
	5.0
	8.4
	13.3

	Glasgow & Strathkelvin
	6.3
	10.0
	16.3

	Lothian & Borders
	5.0
	6.1
	11.1

	North Strathclyde
	3.8
	11.0
	14.8

	South Strathclyde, Dumfries & Galloway
	4.6
	12.5
	17.1

	Tayside, Central and Fife
	5.7
	9.3
	15.0

	Office of the Public Guardian
	5.7
	7.9
	13.6

	Tribunals Operations
	4.5
	17.1
	21.6

	Headquarters
	4.1
	3.0
	7.0

	Judicial Office
	4.4
	0.4
	4.8

	Overall Average
	5.0
	9.3
	14.3


5.3
The People Committee paper of August 2017 titled “Sickness Absence During the Period 1 April 2016 – 31 March 2017” explains in detail the sickness absence of the SCTS, comparisons with other organisations, causes of absence and the services of the Occupational Health Provider and the Employee Assistance Programme.  
5.4
It is important to note that whilst SCTS sickness absence rates increased in 2016-17 they are in line with other Civil Service agencies and as the People Committee paper of August 2017 highlights, SCTS absence rates compare favourably to organisations such as the Scottish Prison Service and Crown Office Procurator Fiscal Service.  The SCTS continue to manage absence rates as a priority, and HR Advisers provide support to managers dealing with complex cases.  In some instances, individuals have been dismissed from employment on inefficiency grounds or have been granted ill health retirement.  There have been 8 dismissals on inefficiency grounds and 2 ill health retirements since 2014/15.  The Wellbeing initiative (HR Business Plan Objective 10) has developed the support available for employees and managers to assist staff to remain at work, and work is ongoing as part of the HR Business Plan (Objective 5) to review and update the SCTS Attendance Management Hub and Attendance Management Policy.  In order to promote healthy living, improved productivity and staff morale, the SCTS could consider offering lifestyle screening to staff as part of the wellbeing initiative which may help to reduce sickness absence across the organisation.
5.5
The profile of sickness absence is currently spread evenly across the age profile of the SCTS, but as the age profile of employees gets higher the rate of sickness absence is likely to increase.  The Department for Work and Pension’s Fuller Working Lives’ document stated in 2017 that just under half of those aged between 50 and state pension age have a long term health condition (nearly a quarter have two or more long term health conditions).  If the workforce age increases as expected, the SCTS is likely to face additional absence issues and may need to explore ways to adapt its approach to attendance management accordingly in order to address age specific health issues such as musculoskeletal disorders.     
6.
Sickness Absence and Staff Engagement

6.1
There has been considerable research which links staff engagement levels and sickness absence levels.

6.2
The Engage for Success Taskforce led by David MacLeod and Nita Clarke reported to government in 2009 confirming the link between engaged and inspired employees to high levels of innovation, productivity and performance.  This was followed in 2012 by their paper “The Evidence”.  This paper found

“High engagement companies report employees taking 7 absence days per year on average, or approximately half of the 14 days per year reported in low engagement companies.  Similarly, Towers Watson reported that the highly engaged missed 43% few days of work due to illness, and evidence from a Fortune 100 manufacturing company demonstrated that absenteeism in low engagement teams hovered around 8%, as compared with only 4.1% in high engagement teams.  The Royal Bank of Scotland reported in its case study submission to the Taskforce that absence rates were 1.5% higher at a cost of circa £250,000 for business units in the bottom 10% relative to those in the top 10% ranked by employee engagement in 2011”.
6.3
Whilst SCTS average absence rates are shown in table 2.1 and 2.2 as 14.3 days per person (similar to a low engagement company referred to above), these are calendar days not working days.  SCTS lost time rate in 2016/17 was 4.4%.

6.4
SCTS gathers employee engagement scores from the Staff Survey.  The scores are constructed from 9 themes:
· My Work

· Organisational objectives and purpose

· My Manager

· My Team

· Learning and Development

· Inclusion and Fair Treatment

· Resources and Workload

· Pay and Benefits

· Leadership and Managing Change

6.5
In 2016 SCTS scored 64% staff engagement which made SCTS the highest scoring Civil Service organisation in Scotland, and also a Civil Service ‘High Performer’.
6.6
The table below shows days lost through absence by Sheriffdom/Unit and the corresponding Employee Engagement score for 2016.

6.7
There is a moderate correlation apparent between days lost through sick absence and employee engagement scores.  Whilst the scores of Tribunals Operations (with highest absence and lowest engagement) and Judicial Office (with lowest absence and highest engagement) suggest a strong link, there are other business units which give contrary evidence such as South Strathclyde Dumfries and Galloway, Tayside Central and Fife and North Strathclyde which have both high absence rates and high engagement scores.  
6.8
The moderate correlation is still evident when long term absence rates are considered discretely.  The correlation between short term absence and engagement scores is weak.  
6.9
Similar strengths of correlation are also evident in the data for 2015/16 and 2014/15.
	Sick Absence by Sheriffdom/Unit 2016-17
	 

	Sheriffdom/Unit
	Average days lost through short term sick absence
	Average days lost through long term sick absence
	Average days lost through all sick absence
	Employee Engagement 2016

	Supreme Courts
	5.3
	11.2
	16.5
	61

	Grampian, Highland & Islands
	5.0
	8.4
	13.3
	66

	Glasgow & Strathkelvin
	6.3
	10.0
	16.3
	60

	Lothian & Borders
	5.0
	6.1
	11.1
	66

	North Strathclyde
	3.8
	11.0
	14.8
	68

	South Strathclyde, Dumfries & Galloway
	4.6
	12.5
	17.1
	66

	Tayside, Central and Fife
	5.7
	9.3
	15.0
	68

	Office of the Public Guardian
	5.7
	7.9
	13.6
	58

	Tribunals Operations
	4.5
	17.1
	21.6
	53

	Headquarters
	4.1
	3.0
	7.0
	62

	Judicial Office
	4.4
	0.4
	4.8
	68

	Overall Average
	5.0
	9.3
	14.3
	 

	
	
	
	
	


6.10
The SCTS has a strong record of listening to staff and making sure we continue to improve engagement levels. Through our partnership with PCS we jointly analyse the survey results, resolve issues and prioritise the things that are really important to staff at a national level, while empowering our partnerships to do exactly the same at a local level. 
7.
Turnover
7.1
The table below shows that the employee turnover rate has remained stable over the last 3 years with marginal levels of rise and fall for both voluntary and non-voluntary turnover.

	 
	2014/15
	2015/16
	2016/17

	 
	Number of Leavers
	Turnover Rate 
	Number of Leavers
	Turnover Rate 
	Number of Leavers
	Turnover Rate 

	Voluntary
	119
	7.4%
	109
	6.3%
	111
	6.4%

	Non-Voluntary
	29
	1.8%
	40
	2.3%
	30
	1.7%

	Total Turnover
	148
	9.2%
	149
	8.6%
	141
	8.1%


7.2
In 2014/15 and 2016/17 the turnover rate was highest in Headquarters which is not unexpected, particularly in relation to voluntary turnover given that the majority of roles within the HQ units are specialised posts and therefore opportunities for staff movement and progression can be limited.

7.3
Overall, the turnover rate for SCTS is low at 8.1%.  According to a survey on labour turnover carried out by XpertHR in 2016 there was an average turnover of 15.1% for all public sector organisations that took part in the research, and an average turnover rate of 24.6% for all organisations that had a workforce of 1000 employees or more.   

7.4
For SCTS, the low levels of employee turnover could present both risks and benefits.  Recruitment and training costs will be significantly lower if roles do not need to be filled on a regular basis, however low levels of turnover could have a detrimental impact on the organisation if the existing workforce stagnates, reducing promotion and development opportunities, or if there is a lack of creative and innovative ideas brought in to the SCTS by external starters.  
7.5
A consistent 8% turnover over 5 years would equate to approximately 60% of SCTS staff remaining with the organisation.  Workforce planning, succession planning and reward strategies will all be developed to ensure that the needs of the SCTS can be met and staff will remain engaged and have their potential realised regardless of their length of service.
8.
Recruitment Costs
8.1
Table 2.10 shows that the average recruitment cost for all SCTS was £2,376 per vacancy for 2016/17.  This figure is significantly lower in comparison to £3,217 that was reported for 2015/16 and £3,397 recorded for 2014/15.  A regional recruitment exercise was carried out in Glasgow & Strathkelvin, North Strathclyde and South Strathclyde, Dumfries & Galloway during 2015/16 and consequently there was a slight drop in cost between 2014/15 and 2015/16.  During 2015/16, the costs remained relatively high as a result of the recruitment costs of 3 Directors in the Finance, HR and IT Units within the Corporate Services Directorate.  In the last 12 months there has also been a reduction in the number of board members taking part on recruitment and selection panels which has provided a major cost saving across SCTS. 
8.2
The HR Business plan for 2017-18 includes a review of the Recruitment Strategy and processes (Objective 8).  A new specialist Recruitment and Resourcing Manager has been recruited as part of this work.  The review is expected to result in a modern and sustainable recruitment and resourcing team and a system that is aligned to business needs and drives innovation, resulting in an improved and cost effective recruitment journey for applicants, and recruiting managers compliant with the Civil Service Commissioners Recruitment Code.
9.
Training

9.1
Tables 3.1 – 3.5 highlight that less training was delivered during 2016/17 but investment in learning and development was higher.  The total number of recorded formal training days in 2016/17 has decreased by 15.5% from 3,059.6 days in 2015/16 to 2,584.7 days in 2016/17.  
Table 3.2

	Learning Days Profile

	Category
	13Days
	13Events

	Technical (inc. Floor-walking)
	889
	120

	Desk Training
	63
	-

	General
	184
	18

	IT
	0
	-

	Management
	380
	36

	Personal
	0
	-

	E-Learning
	1,029.7
	-

	10SVQs/ILM
	39
	9

	Totals
	2,584.7
	183


13      Days is the total number of learning days whereas each course/programme is classed as 1 event
9.2
Investment in learning and development has increased by 21.7% from £782,439 in 2015/16 to £998,943 in 2016/17 which equates to 2.1% of the overall SCTS pay bill.  According to the XpertHR learning and development survey for 2016, based on a sample of 85 organisations, the median budget for learning and development per full-time equivalent employee was £400, with the interquartile range (the middle half of values) between £211 and £600.  SCTS compares favourably with the organisations reported in this survey with a learning and development spend of £651 per full-time equivalent employee based on the total learning and development investment of £998,943.   
9.3
The average number of formal training days attended per employee in 2016/17 was 0.9 days compared with 1.8 days in 2015/16 and 1.9 days in 2014/15.  The learning and development report for 2016/17 reveals that training activity has decreased over the last 12 months as input to major change projects such as ICMS (Integrated Case Management System) and Simple Procedures have been a key focus for the team.  Given the upskilling required for both of these areas, the priority was the change accompanying their implementation.  Management training has also decreased by 10.2% which is as a result of the reduction of coaching workshops (which was a huge investment in previous years) and current updating of the Advanced Leadership and Management Programme.  The training teams have also been focusing their attention on developing in-house POD training such as the new Corporate Induction module ‘Smart Start’ which was launched online in November 2016 and this has therefore significantly reduced the number of Induction training days which is a significant efficiency and also allows staff to access information exactly when they need it without having to wait a period of months for the next available induction course. 
9.4
Over the last 3 years the number of staff completing ILMs and SVQs has fallen from 117 in 2014/15 to 53 in 2015/16 to 46 in 2016/17.  The Corporate Training Team attribute this to a loss in momentum from the Leadership through Coaching Programme and that the SCTS are now in a period of doing more with less resource and available time is one of the key contributory factors to staff not pursuing ILM qualifications.  Achievement of SVQs remains consistent, whilst work continues to improve and promote vocational qualifications.  Further information on the training activity and investment for 2016/17 can be found within the Learning and Development Report.    

10.
Salary Costs

10.1
Table 4.2 shows an increase in average salary cost from £28,598 in 2015/16 to £31,409 in 2016/17.  This large increase is attributable to an amended calculation of employer costs (pension and National Insurance costs). 
10.2
Table 4.15 shows Total Staff Salary Costs of £58,359,564 for 2016/17.  This is significantly higher than the figure for 2015/16 which was £46,304,781.  This increase is attributable to the inclusion of Judicial Office pension and salary costs in 2016/17.
11.
Overtime

11.1
Table 4.8 shows Overtime Distribution by Sheriffdom/Unit and a total figure for the year of £389,720.  
Table 4.8
	Overtime: Distribution by Sheriffdom/Unit (£)

	Sheriffdom/Unit
	Total (£)
	20Average (£)
	Female (£)
	Male (£)

	Supreme Courts
	37,336
	218
	22,737
	14,599

	Grampian, Highland & Islands
	19,961
	115
	12,645
	7,316

	Glasgow & Strathkelvin
	37,770
	190
	26,540
	11,230

	Lothian & Borders
	56,083
	297
	34,661
	21,422

	North Strathclyde
	35,987
	196
	27,528
	8,459

	South Strathclyde, Dumfries & Galloway
	33,948
	175
	24,077
	9,871

	Tayside, Central and Fife
	30,409
	138
	24,397
	6,012

	Office of the Public Guardian
	74,117
	872
	56,993
	17,124

	Tribunals Operations
	9,290
	82
	6,371
	2,919

	Headquarters
	49,378
	287
	7,796
	41,582

	Judicial Office
	5,441
	151
	3,584
	1,857

	Total
	389,720
	224
	247,329
	142,391


20
For Tables 4.8 and 4.10 the average is based on the total amount divided by the headcount for each Sheriffdom/Unit.
11.2
This is compares to a total of £301,070 for 2015/16 and £343,230 for 2014/15.  The increase from 2015/16 to 2016/17 was through the use of overtime to meet business needs in the Sheriffdom of Lothian and Borders and also in the Office of the Public Guardian.  In 2016/17 Lothian and Borders spent £30,000 more than in 2015/16 on overtime due to higher than anticipated volume of work in the All Scotland Personal Injury Court, as well as work being undertaken to improve and refine the processes inherited from the Court of Session.  Overtime was initially used to address backlogs in work, and a more sustainable remedy has now been implemented.  Additional overtime was also used in Lothian and Borders following the introduction of ICMS and Simple Procedure to address backlogs.  This situation has now stabilised.  The Office of the Public Guardian spent £55,000 more on overtime in 2016/17 than it did in 2015/16 to address Power of Attorney backlogs.  The Office of the Public Guardian is involved in a formal recovery exercise to address this continuing high demand for Power of Attorneys.
12.
Conclusion
12.1
The Annual People Scorecard 2016/17 contains significant amounts of data that provides valuable information to assist the SCTS to identify trends and issues and then address these where necessary.
12.2
The HR Business plan 2017-18 builds on previous work to ensure that the SCTS is well placed to attract, develop and retain a diverse workforce.  

12.3
The SCTS People Strategy will also align to ensure that people are at the heart of all we do and our continued success will be built on their skills, commitment, professionalism and enthusiasm.
Human Resources Unit
November 2017   
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