Given the short useful economic lives and low values of property, plant and equipment and
intangible assets, these assets are disclosed on a depreciated historical cost basis, which is
used as a proxy for fair value.

Depreciation is provided on all property, plant and equipment on a straight line basis, at rates
calculated to write-off the cost, less estimated residual value, of each asset over its expected
useful life as follows:

¢ ICT equipment — three years
e Office equipment — five years

Depreciation is ordinarily charged from when the asset was ready for use, rounded to the
nearest whole month, up to point of disposal.

1.4 Intangible assets

Intangible assets are stated at historic purchase cost less accumulated amortisation. Acquired
computer software licences, developed software and developed ICT infrastructure
environments and capitalised on the basis of the costs incurred to acquire and bring to use
the specific software. These costs are amortised using the straight line method over the
shorter term of life of licence and its estimated useful economic life.

1.5 Assets under construction

Where expenditure is incurred in creating an asset (tangible or intangible), but that asset is
not ready for use by the end of a financial year, it is deemed as an asset under construction.
Depreciation is not ordinarily charged on such assets although they will be reviewed for
potential impairment or obsolescence, with any write-down charged to the Statement of
Comprehensive Net Expenditure if appropriate.

1.6 Employee benefits

CHS has an agreement with Edinburgh City Council under which all staff are eligible to enter
the Local Government Pension Scheme managed by the Council in accordance with scheme
rules. It is a defined benefit scheme providing pension benefits and life assurance for all staff
members.

The defined benefits pension scheme’s assets are included at market value and this is
compared to the present value of the scheme liabilities using a projected unit method and
discounted at a rate in accordance with the FReM and consistent with IAS 19. The increase in
the present value of the liabilities of the scheme expected to arise from employee service in
the period is charged to net expenditure. The expected return on the scheme’s assets and the
increase during the period in the present value of the scheme’s liabilities arising from the
passage of time are included in other finance income. Actuarial gains and losses arising from



experience adjustments and changes in actuarial assumptions are charged or credited to
reserves and are recognised in the Statement of Changes in Taxpayers’ Equity.

The contributions are determined by a qualified actuary on the basis of triennial valuations
using the projected accrued benefit method. The valuation used was at 31 March 2017.
Details of this valuation were included in a report published by Lothian Pension Fund.

1.7 Short-term employee benefits

Salaries, wages and employment-related payments are recognised in the year in which the
service is received from employees. The cost of annual leave and flexible working time
entitlement earned but not taken by employees at the end of the year is recognised in the
financial statements.

1.8 Income
CHS recognises income in the year to which it relates.
1.9 Leases

CHS occupies office space within a Scottish Government owned building under a
Memorandum of Terms of Occupation (MOTO). Until 31 March 2020, in accordance with the
existing International Accounting Standard 17 (IAS 17), this arrangement is treated as an
operating lease and the rental is charged to the Statement of Comprehensive Net Expenditure
on a straight line basis over the term of the MOTO. From 1 April 2020, in accordance with IFRS
16 Leases, this arrangement will be recognised as a right-of-use asset and corresponding
liability representing the obligation to make lease payments.

1.10 Government grants

It is CHS’ policy to credit all government grants and grant-in-aid to the General Reserve in line
with the FReM.

1.11 Financial Instruments

Cash requirements for CHS are met through the Scottish Government and therefore financial
instruments play a more limited role in creating and managing risk than would apply within a
non-public sector body. The majority of financial instruments relate to receivables and
payables incurred through the normal operational activities of CHS. CHS is therefore exposed
to little credit, liquidity or market risk.

1.12 Value Added Tax



CHS has no chargeable activities within the scope of VAT. Irrecoverable VAT is charged to the
relevant expenditure category or included in the capitalised purchase cost of fixed assets.

1.13 Provisions

Provision is recognised in the statement of financial position when there is a present legal or
constructive obligation as a result of a past event and it is probable that an outflow of
economic benefits will be required to settle the obligation.

1.14 Related Party Transactions

Material related party transactions are disclosed in line with the requirements of IAS 24.



1.15 Review of Accounting Policies and Estimation Techniques
These financial statements have been prepared under IFRS.

Areas of judgement in how CHS’ accounting policies are applied include:
e the fair values of properties; and
e pension estimation technique.

The most significant financial impact arises from assumptions used to calculate the pension
deficit. The sensitivities regarding the principal assumptions used to measure the scheme
liabilities are set out below:

Changes in assumptions at 31 March 2020 Approximate Approximate
increase to Defined monetary
Benefit Obligation amount £000
%

0.5% decrease in Real Discount Rate [tbc by actuary] [tbc by
actuary]

0.5% increase in the Salary Increase Rate [tbc by actuary] [tbc by
actuary]

0.5% increase in the Pension Increase Rate (CPI) [tbc by actuary] [tbc by
actuary]

The principal demographic assumption is the longevity assumption (i.e. member life
expectancy). For sensitivity purposes, we estimate that a one year increase in life expectancy
would approximately increase the Employer’s Defined Benefit Obligation by around 3-5% [tbc
by actuary]. In practice the actual cost of a one year increase in life expectancy will depend
on the structure of the revised assumption (i.e. if improvements to survival rates
predominantly apply at younger or older ages).

In order to quantify the impact of a change in the financial assumptions used, we have
calculated and compared the value of the scheme liabilities at the accounting date on varying
bases. The approach taken is consistent with that adopted to derive the accounting figures
provided in this report.

The above figures have been derived based on the membership profile of the Employer as at
the date of the most recent actuarial valuation.

The approach taken in preparing the sensitivity analysis shown is consistent with that adopted
in the previous year.
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ACCOUNTING POLICIES

Background

This report describes the Financial Regulations which will be adopted by CHS for the
preparation of its statement of accounts for 2019/20.

1. These regulations have been endorsed by ARMC (Feb 20)

Introduction

CHS’s Financial Regulations are a key component of CHS’s governance structure, reviewable
every year. This report describes the proposed changes to the Financial Regulations for
2019/20, and asks ARMC to endorse the Regulations in Appendix 1 and recommend their
approval to the Board.

The only changes proposed are some wording changes and clarifying that any leases longer
than 12 months must be approved by the NC/CEO.

1. Recommendation

The Board is asked to approve the Financial Regulations for 2019/20.
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1. INTRODUCTION

This document sets out Children’s Hearings Scotland (CHS)’s financial regulations. This
document was reviewed by the Audit and Risk Management Committee (ARMC) on 27"
February 2018 and subsequently approved by CHS Board on 20" March 2018. These financial
regulations are subordinate to Children’s Hearings (Scotland) Act 2011 and to any restrictions
within CHS’s Framework Document. The purpose of these financial regulations is to provide
control over the totality of CHS’s resources. The financial regulations are a key element in CHS’s
system of internal financial control. The financial regulations, which are supplemented by other
documents such as the Petty Cash Guidance note, link directly to the Scottish Public Finance
Manual (SPFM), the Schedule of Delegated Authority and Procurement Policy. The financial
regulations set out the key controls which apply to each core financial process.

Compliance with the financial regulations is compulsory for all employees of CHS. Any member
of staff who fails to comply with the financial regulations may be subject to disciplinary action
under the CHS’s disciplinary procedures. It is the responsibility of managers to ensure that their
staff members are made aware of the existence and content of the CHS’s financial regulations.

The ARMC is responsible for maintaining a continuous review of the financial regulations,
through the Head of Finance, and for advising the Board of any additions or changes necessary.

RESPONSIBILITIES
2.1 Financial Responsibilities

2.1.1 The Board will be responsible for setting the overall policies to be followed by
CHS and for ensuring that all actions undertaken by officers of CHS are in
accordance with procedures determined by the Board.

2.1.2 Under the terms of reference approved by the Board, CHS’s ARMC is responsible
for general oversight of audit related matters. The Internal Audit function reports
to the Accountable Officer and the ARMC on CHS’s system of internal control and
recommends improvements to the systems as necessary.

2.1.3 The National Convener/Chief Executive of CHS is formally designated as CHS's
Accountable Officer by the Principal Accountable Officer of Scottish
Government’s Children and Families Directorate (sponsor Directorate). The role
of the Accountable Officer is defined in the Framework Document.

2.1.4 Inthe short-term absence of the National Convener/Chief Executive, for a period
not exceeding four weeks, the Depute Chief Executive may be nominated as the
Deputy Accountable Officer and be responsible for providing support to the
National Convener/Chief Executive in carrying out the Accountable Officer
responsibilities.

2.1.5 The National Convener/Chief Executive, Depute Chief Executive, Digital
Programme Director, Head of Area Support & Community Improvement and
Head of Practice Improvement and Learning, referred to in these Regulations as
“Budget Holders”, are responsible for the resources under their control. It will be
for them to ensure that such resources are managed in accordance with the
provisions of the financial regulations and any procedures or other instructions,



2.1.6

as may be approved from time to time, by the Board and/or the National
Convener/Chief Executive.

The Board may delegate certain powers to Budget Holders and other specified
officers. With the exception of the Accountable Officer function, these officers
may further delegate the powers they have been given, within the limits of the
Schedule of Delegated Authority, but they retain ultimate responsibility for the
exercise of the delegated authority.

3 PLANNING AND AUTHORISATION

3.1

Planning and Budgeting

3.11

3.1.2

3.13

3.14

3.15

3.1.6

3.1.7

The Board is responsible for determining, monitoring and approving the medium
/ long term policy and resource framework for the future development of CHS's
policies and programmes. The Board will provide guidance as may be considered
appropriate on the policies to be followed in the preparation of CHS’s Corporate
and Business Plans and estimates of revenue and capital expenditure.

In each financial year the Board will, following receipt of advice from the National
Convener/Chief Executive, determine the detailed procedural arrangements for
the ensuing financial years as may be considered appropriate for the preparation
of the annual revenue and capital estimates to be followed by Budget Holders.

Budget Holders will prepare detailed estimates in respect of both capital and
revenue expenditure for the ensuing financial year in accordance with the
procedural arrangements approved from time to time in terms of paragraph
3.1.2.

The National Convener/Chief Executive will submit draft revenue and capital
estimates to the Board with such recommendations as appear to be necessary.
After considering the overall estimates and any recommendations, the Board will
revise the estimates as it may consider appropriate, approve them as so revised,
authorise the expenditure and the delegated budgets to Budget Holders and pass
such resolutions as may be required.

The final budget requirement as approved by the Board will be in line with the
annual cash limit as notified by the Scottish Ministers.

The detailed form of the capital and revenue estimates will be determined by the
Head of Finance after consultation with the Budget Holders, the form to be
consistent with statutory requirements.

New developments or initiatives which have not been included in the level of
grant-in-aid agreed by the Scottish Government and which cannot be
accommodated within the agreed level of funding will be considered by the
National Convener/Chief Executive. A business case will be prepared which may
form the basis of a bid for supplementary funding to the Scottish Government. In
this event the Board should be notified.



3.2  Authority

3.2.1 The inclusion of items in approved revenue budgets will constitute authority to
the Budget Holders to incur such expenditure subject to any reservations put in
place by the Board and the Schedule of Delegated Authority.

4 MONITORING AND CONTROL
4.1 Budgetary Control

4.1.1 The Head of Finance will inform Budget Holders of their financial allocation for
the forthcoming year once this has been approved by the Board.

4.1.2 It will be the duty of each Budget Holder to monitor and control expenditure
within the financial allocation provided in the Revenue and Capital Budgets.

4.1.3 The Head of Finance will provide Budget Holders with all financial information
necessary to manage budgets and will provide statements of expenditure for
each Budget Holder and the Board.

4.1.4 It will be the duty of each Budget Holder to inform the Depute Chief Executive,
within agreed timescales, where it is forecast that the total expenditure within
their control is likely to be outwith agreed parameters. The Depute Chief
Executive will, if necessary, advise the National Convener/Chief Executive and
prepare a report for the Board.

4.1.,5 The Head of Finance, Depute Chief Executive and National Convener/Chief
Executive will promptly inform the Board and the Scottish Ministers if it becomes
apparent that expenditure is likely to exceed the level of grant-in-aid. The Board
and the Scottish Ministers must also be informed if CHS is likely to underspend
its total grant-in-aid.

4.2 Incurring Capital Expenditure

4.2.1

When the capital estimates for any year have been appraised and formally
approved, projects included may proceed on the authority of the Budget Holder
i.e. the project sponsor, provided that:

(a) the scope of the project is consistent with the original capital estimates.

(b) should the recommended tender for a project exceed the sum contained in
the Capital Estimates by the lesser of 10% or £10,000, approval of the Board
will be obtained before the tender is accepted. The recommended tender
may be accepted up to that limit provided that sufficient budget or virement
(transfer) is available. Board approval will be obtained in other cases.
Notwithstanding, in an emergency situation the Chair and/or National
Convener/Chief Executive may take such steps as are necessary to safeguard
life, health or property or safeguard the interests of CHS.

(c) should a new project be substituted for an approved project, approval of the
Board will be required.



4.2.2

It will be the duty of each Budget Holder to monitor and control expenditure
within the financial allocation for each project under their control.

4.3 Supplementary Estimates and Virement

4.4

43.1

4.3.2

433

434

Regulation 4.1 states that the Budget Holder is responsible for ensuring that the
approved expenditure under each heading is not exceeded. Where, however,
an expenditure code is or is likely to be exceeded, the Budget Holder, must:

(a) attempt to make good the deficiency from other savings;

(b) where that cannot be achieved, the extent of the over/underspend should be
submitted to the National Convener/Chief Executive as part of the budget
monitoring process; detailing the reasons for the budget variance and
outlining the corrective actions to be taken.

Variance from original approved budget plans including the introduction of a new
policy or a variation of existing policy, which may have a significant impact upon
the corporate plans of CHS, will be subject to the approval of the Board.

In exceptional circumstances, some virement of budget may be submitted to the
Board for approval provided:

(a) the virement is greater than £5,000;

(b) the level of virement is no more than 10% of the prescribed expenses heads
(i.e. Staff, Property, Travel etc.)

(c) the virement does not create an additional financial commitment into the
future financial years which cannot be accommodated within existing grant-
in-aid levels.

Transfer of budgetary provision between revenue budget and capital budget
requires prior approval from the SG Finance Directorate.

Provision of Monitoring Information

44.1

4.4.2

The Head of Finance will quarterly, or at intervals determined by the Board,
provide the Board with a monitoring report on revenue and capital expenditure
and forecasts of outturn figures.

The National Convener/Chief Executive shall provide the sponsor Directorate
with a financial statement at agreed intervals showing for each main budget
heading the payments made and receipts in the previous month, accumulated
payments to date and the balance of cash remaining available to CHS for the year.
The statement shall also contain an analysis of monthly outturn against forecast
and details of the outturn for the year for each main budget heading.
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4.5 Reports to Board and Management Groups

4.5.1

4.5.2

4.5.3

ASSETS

All reports to the Board, management group or sub-group must identify and
explain the financial implications of any commitment, action or change to policy
proposed.

Reports must include a comprehensive costing of financial implications and an
outline of options considered.

Financial implications should differentiate between capital expenditure and
revenue expenditure.

5.1 Register of Assets

The Head of Finance will maintain a comprehensive and up-to-date record of fixed assets.

5.2 Asset Security

5.21

5.2.2

Each Budget Holder is responsible for maintaining proper security at all times for
all CHS assets under their respective control including buildings, stocks, furniture,
equipment, cash, records and information. The appropriate officers shall consult
with the Depute Chief Executive in any case where security is thought to be
defective or where it is considered or it has been advised that security may be
inadequate or that special security arrangements may be required.

Maximum limits for cash holdings shall be agreed with the Head of Finance and
shall not be exceeded without the prior approval of the Head of Finance.

5.3 Stores and Equipment

531

5.3.2

533

534

5.3.5

The safe custody of stocks, furniture, fittings, plant and equipment shall be the
responsibility of the Budget Holder concerned.

Budget Holders will perform physical inventories in a form and frequency agreed
by the Head of Finance. The Budget Holder will supply the Head of Finance with
such information relating thereto as may be required for the financial records of
CHS.

The Budget Holder will report any physical differences to the Head of Finance,
and after consultation with the Head of Finance, take the necessary action in
relation to such.

The procedure for Losses and Special Payments must be adhered to for the
treatment of any losses.

CHS’s property will not be removed otherwise than in accordance with the
ordinary course of CHS’s business or used otherwise than for CHS’s purposes
except in accordance with specific directions issued by the Budget Holder
concerned.



5.3.6 Where an item on an inventory is surplus to operational requirements, the
appropriate Budget Holder will, before disposing of the item, consult the Head of
Finance who will provide disposal guidelines.

6 INCOME AND EXPENDITURE

6.1

6.2

Income

6.1.1 The Support Assistant (Finance) will raise the appropriate invoice for all accounts
for services and income upon notification by Budget Holders. The Head of Finance
shall issue the necessary detailed instructions regarding the issue of these
accounts, the use of credit notes and the collection of the income.

6.1.2 All money received by an employee on behalf of CHS will, without delay, be paid
intact to the Head of Finance, or as may be directed, to the CHS bank account.
No deductions may be made from such money unless specifically authorised by
the Head of Finance.

6.1.3 Personal cheques will not be cashed out of the money held on behalf of CHS.

6.1.4 Every transfer of official money from one member of staff to another shall be
evidenced in the records of the office concerned by the signature of the recipient.

6.1.5 Irrecoverable income or other debt due to CHS to be written off must be done in
accordance with the Schedule of Delegated Authority.

Banking Arrangements and Control of Cheques

6.2.1 Subject to compliance with SPFM and agreement from Scottish Government’s
Treasury and Banking Branch, the National Convener/Chief Executive shall be
authorised to operate such bank accounts as may be considered necessary.

6.2.2 Two signatories are required to authorise payments from CHS bank accounts. For
this purpose there will be a panel of signatories of not less than three persons,
including the National Convener/Chief Executive.

6.2.3 Bank reconciliations must be performed on a monthly basis, at least. Bank
reconciliations should be reviewed and approved by the Head of Finance.

6.2.4 Payments should be made by the most economical and secure method available.
For most purposes the preferred payment method should be BACS. Where
possible remittance advices should also be sent electronically.

6.2.5 All cheques and other forms enabling payment to be made from any CHS bank
account will be ordered only on the authority of the Head of Finance, who will
ensure that proper arrangements have been made for their safe custody and that
adequate controls exist over the usage and production of cheques.



6.3

Orders for Goods and Services

6.3.1

6.3.2

6.3.3

6.3.5

6.3.6

6.3.7

The Budget Holder as designated by the National Convener/Chief Executive, shall
be responsible for all goods and services ordered and shall also be responsible
for ensuring that the approved expenditure under each heading of the budget is
not exceeded.

The purpose of procurement is to meet the user's requirements. CHS’s
Procurement Policy requires that all purchases of works, equipment, goods and
services are based on value for money, i.e. the optimum combination of whole-
life cost and quality (or fitness for purpose) and other issues such as delivery
against price, to meet the user's requirements. It would not be consistent with
value for money, or the equal treatment of supplies, for procurement to be used
to pursue aims unrelated to the subject of the contract. As far as possible,
requirements should be expressed in terms of output and performance to
provide scope for innovation solutions and avoid suggestions of favouritism.

Contracts for goods and services should be awarded following competition unless
there are convincing reasons to the contrary to promote economy, efficiency and
effectiveness in public expenditure. Contracts of an ongoing nature should be
regularly reviewed and subjected to competition at appropriate intervals (usually
no more than every 3 years, unless economic arguments clearly justify a longer
contractual relationship). The form of competition chosen should be consistent
with any legal requirements and appropriate to the value and complexity of the
goods or services being acquired.

Potential contractors should be assessed on grounds of suitability, for example
in respect of their financial standing and ability to perform the contract (i.e.
technical expertise). CHS should, wherever possible, seek opportunities to
collaborate with others in respect of common requirements. This will help avoid
unnecessary duplication of effort and gain the benefits of aggregation of
requirements and economies of scale. If CHS wishes to enter into contracts under
framework agreements put into place by others, it must seek advice as to
whether the framework agreement has been awarded in accordance with the EU
rules on behalf of other potential users.

Before entering into any lease CHS must demonstrate that the lease offers better
value for money than purchase and all agreements exceeding 12 months must

be approved by the National Convener/Chief Executive .

Official orders will be issued for all work, goods or services, including consultancy
services to be supplied to the CHS except as follows:-

(a) work, goods or services which are covered by a prior written agreement which
prescribes that payments will be made at certain intervals or under certain

conditions.

(b) the metered element of telephone, gas, water and electricity services but not
the installation, alteration or repair of such services.

(c) periodic payments such as rates.

10



6.4

6.3.8

6.3.9

(d) purchases in cash for which reimbursement is made through a petty cash
account.

(e) where the specific written approval of the Head of Finance has been obtained.

Except as specifically agreed in writing with the Head of Finance, all orders will
be given to the supplier in advance of any work, goods or service being provided
to CHS. However, in an emergency arising from circumstances outside the
control of CHS, a verbal order may be given which will be confirmed in writing as
soon as possible thereafter.

All orders for goods and services must be on authorised order forms and signed
by an authorised signatory. Orders for goods and services must be checked
against central contracts before being issued to suppliers. Where appropriate
orders shall be placed in accordance with any central purchasing arrangements
but in all cases, all prospective purchases must be in accordance with the
Procurement Policy.

6.3.10 The Head of Finance will maintain a register of authorised signatures and

additions and deletions must be notified by Budget Holders to the Head of
Finance.

6.3.11 The person authorising any orders will ensure that the expenditure to be incurred

is not "ultra vires" and that funds have been provided in the budget to cover such
expenditure. The order should indicate clearly the nature and quantity of goods
etc. to be supplied, any contract or agreed price relating thereto, and the budget
head (cost centre and account code) to which it is to be charged.

6.3.12 The limits for the ordering of goods and services shall be those stated in CHS’s

Schedule of Delegated Authority.

Payment of Accounts

6.4.1

The Budget Holder is responsible for certifying revenue and capital expenditure.
This covers:-

(a) correctness of prices, discounts and arithmetic;
(b) receipt of goods as in accordance with the order;
(c) non-duplication of payments;

(d) ensuring expenditure is within the estimates;

(e) accurate coding in terms of cost centre, expenses and job code where
appropriate;

(f) invoice is in the name of CHS;

(g) the charge is a proper liability of CHS.

11



6.5

6.4.2

6.4.3

6.4.4

Such certification will be a signature or email by or on behalf of Budget Holders
in accordance with the Schedule of Delegated Authority. Requests for
amendments to the Schedule of Delegated Authority should be made to the
Head of Finance.

Certified invoices will be passed without delay to an appropriate Budget Holder
for payment and may be examined to the extent that is considered necessary.
For this purpose the Budget Holder shall be entitled to make such enquiries and
to receive such information and explanations as may be required.

The Head of Finance shall issue to all Budget Holders detailed instructions for the
certification and passing of accounts for payment to ensure that payments are
made within contracted terms or within 10 working days in line with Scottish
Government policy.

Payment of Salaries, Wages and Pensions

6.5.1

6.5.2

6.5.3

6.5.4

6.5.5

6.5.6

The Head of Finance will keep records and in regard to salaries, wages and other
emoluments. Budget Holders will be responsible for the accuracy and
authenticity of such information.

The Head of Finance is responsible for payment of all salaries, wages, pensions,
compensations and other emoluments to all employees of CHS and all other
payments made to employees as a consequence of their employment by CHS.
Payments will be in accordance with arrangements made by the Head of Finance,
after consultation with Budget Holders. All payments will be made at the rates
approved by CHS after making all appropriate deductions for income tax, national
insurance, superannuation, agreed voluntary deductions and other statutory or
contractual deductions.

Budget Holders are required to operate within approved establishment
headcount controls. The establishment headcount can only be exceeded in
accordance with an approved policy on establishment controls.

Any proposal by CHS to move from the existing pension arrangements, or to pay
any redundancy or compensation for loss of office, requires the approval of the
Scottish Government and where appropriate the agreement of the Scottish
Public Pensions Agency to promote the necessary amending legislation.

The Scottish Government Finance Pay Policy Team should be consulted prior to
the implementation of any non-salary reward scheme.

Each Budget Holder will notify the Head of HR or appropriate delegate as soon as
possible, and in a prescribed form, of all matters affecting the payment of such

emoluments, and in particular:

(a) appointments, including temporary and casual appointments, resignations,
dismissals, suspensions, overpayments, secondments and transfers;

12



6.6

6.7

6.5.7

6.5.8

6.5.9

6.5.10

6.5.11

(b) absences from duty for long term sickness or other reason, apart from
approved annual leave or flexi-leave;

(c) information necessary to maintain records of service for superannuation,
income tax, national insurance and sick pay.

(d) in all cases, payments to employees must be consistent with prevailing
statutes as regards tax, national insurance etc.

The Head of Finance is responsible for the payment to the appropriate bodies of
sums deducted from salaries and wages.

The Head of Finance will keep all Budget Holders informed as to changes in
conditions of service, superannuation benefits and other matters relative
thereto.

Appointments of all employees will be made in accordance with the procedure
approved by CHS and the approved establishments, grades and rates of pay.

The Head of HR or appropriate delegate will determine the form of flexi-time
sheets and other documents which form the basis of a payment to an employee
of CHS.

The Head of Finance will maintain a register of authorised signatures and Budget
Holders must notify the Head of Finance of any additions and deletions.

Travel and Subsistence

6.6.1

6.6.2

6.6.3

The certification by or on behalf of the Budget Holder, shall be taken to mean
that the certifying officer is satisfied that the claim is in accordance with the
approved policies of CHS and the approved terms and conditions of staff. This
means that journeys were authorised, the expenses properly and necessarily
incurred and that the allowances are properly payable by CHS.

Employees’ claims submitted more than 3 months after the expenses were
incurred will be not be considered for reimbursement unless there were
exceptional circumstances which prevented the submission of the claim.

The Head of Finance will make payments to Board Members who are entitled to
claim travelling or other allowances upon receipt of the prescribed form duly
completed and checked by the Governance Officer and authorised by the Head
of Finance. The claim must be in accordance with Scottish Government policies
and procedures and will be paid at the Scottish Government rate. Board members
should submit expenses timeously to ensure payment in the correct accounting
period.

Petty Cash Accounts

6.7.1

The Head of Finance shall make appropriate Petty Cash arrangements for CHS.
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6.7.2

6.7.3

6.7.4

6.7.5

The Petty Cash holder will draw from CHS’s bank account subject to such control
limits as the Head of Finance may from time to time determine.

The Head of Finance shall arrange to his/her satisfaction the proper security of
money advanced in this way.

An officer responsible for Petty Cash shall account on a regular basis, as
determined by the Head of Finance, for the amount advanced. The Head of
Finance will retain a formal record of this accounting.

All Petty Cash accounts will be maintained in accordance with the Petty Cash
Guidance Note.

7SPECIAL PROVISIONS

7.1

7.2

7.3

Gifts and Hospitality

7.1.1

7.1.2

7.1.3

It is the duty of all Budget Holders to notify the Head of Finance of all gifts given
and received.

The Head of Finance will maintain a register containing details of gifts given and
received, along with estimates of value in each case in accordance with Scottish
Public Finance Manual.

With the exception of modest hospitality associated with a working lunch or
dinner, the presumption should be against accepting offers of hospitality. For the
avoidance of doubt all cases falling outwith this category should be referred to
the National Convener/Chief Executive.

Losses And Special Payments

7.21

7.2.2

7.2.3

It is the duty of all Budget Holders to obtain the approval of the Head of Finance
for all losses and special payments. Payments may only be authorised in
accordance with delegated authority levels after careful consideration of the
facts. All reasonable action must have been taken to effect the recovery of losses.

The Head of Finance will maintain a record of all losses and special payments (as
categorised in Scottish Public Finance Manual) notified by Budget Holders.

The Head of Finance will report all losses to the National Convener/Chief
Executive who may write off such losses up to a maximum amount specified in
the framework documents and Schedule of Delegated Authority. Thereafter
cases will be reported to the Board and, if necessary, sponsor Directorate
permission will be sought to write off.

Fraud, Theft, Corruption and other Irregularities

7.3.1

It is a responsibility of Budget Holders to establish and maintain internal control
so that CHS’s activities are conducted in an efficient manner. Internal control
comprises the whole system of controls and methods, both financial and
otherwise, which are established by management to:
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7.3.2

7.3.3

(a) Achieve organisational objectives.

(b) Safeguard its assets.

(c) Ensure reliability of records.

(d) Promote operational efficiency.

(e) Encourage adherence to policies and directives.

Any employee of CHS who believes that an irregularity may have occurred
involving any property or funds of CHS, or for which CHS has responsibility, must
follow the procedures set out in CHS’s Fraud Prevention Policy.

The National Convener/Chief Executive must report any cases or suspected cases

of fraud or theft to the sponsor Directorate as soon as they come to light in
accordance with the Schedule of Delegated Authority.

8 ACCOUNTING AND AUDIT

8.1 Accounting Procedures

8.2

8.1.1

8.1.2

8.1.3

8.14

The Head of Finance will determine all accounting procedures and all accounting
and related records of CHS and its Officers. The Budget Holder is responsible for
the maintenance and supervision of those accounting records in their control
under the accounting procedures specified by the Head of Finance.

All accounts and accounting records of CHS will be compiled by or under the
direction of the Head of Finance.

The Head of Finance shall submit to the Board and the sponsor Directorate not
later than 30 June of each year the draft Accounts for CHS for the previous
financial year. The Accounts will comply with the requirements placed upon CHS
in the Financial Memorandum, FReM, Companies Acts and the Accounts
Direction issued by the Scottish Government on behalf of Scottish Ministers.

The Auditor General Scotland audits, or appoints auditors to audit, CHS’s annual
accounts and passes them to the Scottish Ministers who shall lay them before the
Scottish Parliament before 31 December, together with the annual report. The
Head of Finance shall instruct its auditors to send copies of all management
letters and correspondence relating to those letters to Sponsor Directorate.

Internal Audit

8.2.1

The National Convener/Chief Executive shall commission an internal audit service
to conduct a continuous and effective internal audit of the accounting, financial
and other operations of CHS. The Internal Audit Service shall conform to the
procedures and standards of the Government Internal Audit Manual.
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8.2.2

8.2.3

The internal audit service shall be an independent appraisal function serving all
levels of management. It shall not be involved in, or responsible for, normal line
management activities.

The Internal Auditor shall have authority, on production of identification, to:
(a) enter at all reasonable times CHS premises or land;
(b) have access to all records, documents and correspondence including any

data held on computer storage media, which relate to financial and other
transactions of CHS;

(c) require and receive such explanations which are considered necessary
concerning any matter under examination; and

(d) require any employee of CHS to produce and account for cash, stores or any
other CHS asset under their control or to which they have access.

8.3 Rights of Access

8.3.1

8.3.2

The National Convener/Chief Executive, Head of Finance, other designated staff
and Internal and External Auditor shall be given access on demand, to all records,
documents and correspondence including any data held on computer storage
media, which relate to financial and other transactions of CHS.

The records, accounts and papers of CHS shall be open to inspection by the
Scottish Ministers.
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Agenda item 13 — RAC-1920-73

Committee Workplan 2020/21

Accountable Director: DCE

Report author: Lynne Harrison

Recommendation: For consideration and approval

Resources implications: Within available resources

Equalities duties: Equalities Impact Assessment Required No

Equalities Impact Assessment Completed N/A

DRAFT ANNUAL WORKPLAN 2020/21
1. Introduction

This report sets out a proposed work plan for the Remuneration and Appointment
Committee (RAC) for 2020/21. In line with previous years the committee will aim at meeting
at least twice a year, subject to the possibility of cancelling a meeting should it not be
required. The draft plan will be submitted to the CHS Board for approval in March 2020.

This has been approved by RAC (Feb 2020)
2. Background

Best practice requires the production of an annual work plan for RAC activities for the year.
This draft work plan links to the RAC Terms of Reference.

3. Timeframe

Winter Meeting (28t February 20 to inform March Board meeting)
e Review and approve HR policies as required
e Review committee’s Terms of Reference
e Consider and approve for submission the CHS pay remit, ensuring compliance with
all relevant guidance
e Committee’s draft workplan for 2021/22

Spring Meeting (tbd May 2020 — potential date - to inform June Board meeting)
e Review and approve HR policies as required
e CEO Appraisal outcome 2019/20 and key objectives 2020/21
e Annual Report on outcomes of staff appraisals

Autumn/winter Meeting (December 2020 to inform January Board Meeting)
e Review and approve HR policies as required
e Review of committee’s own effectiveness



e Annual Report

e Mid-year review 2020/ 21 performance on objectives for the NC/CEO

RAC Workplan Summary

BUSINESS

Winter

Spring

Autumn

Review and approve HR policies as required

v

v

Pay remit approval

v

Annual review of CHS Staff appraisals

CEO Appraisal and objective setting

CEO Mid year review

Other

RAC Committee Self Assessment

RAC ToR Review

RAC Annual Work Plan

NEN

Recommendations

1. The Board is asked to approve the RAC 2020/21 work plan
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Agenda item 13, CHS-1920-74

RACTOR

Accountable Officer: Lynne Harrison, Depute Chief Executive
Report author: Lynne Harrison, Depute Chief Executive
Recommendation: For consideration and approval

Resources implications: N/A

Equalities duties: Equalities Impact Assessment Required No
Background

1. The below identifies the annual Terms of Reference for the CHS Remuneration and
Appointments Committee activities for the year.

2. This ToR has been approved by RAC (Feb 20) and links to the RAC Work Plan.

Recommendations

3. The Board is asked to approve RAC 2020/21 ToR

Reviewed by RAC: 28 February 2020



0900,00°C.008 000k
Remuneration and

Appointments Committee -
Terms of Reference

| Congtitution

1.1 The Board of CHS hereby resolves to establish a committee of the Board to be known as
the Remuneration and Appointments Committee (RAC).

2. Memberkip

2.1 The members of the committee are appointed by the Board from its membership. There
is @ minimum of three members of the committee, including the Chair of the committee.
Details of the current members including the Chair are shown in Appendix 1.

2.2 The committee determines the procedure to appoint its Deputy Chair. If the Chair of the
committee is absent from the meeting, his/her Deputy chairs the meeting and assumes all
the functions and authority of the Chair. All members are appointed for a three year term,
which can be extended for up to a maximum further three years.

2.3 The Committee may appoint a substitute drawn from the membership of the Board of
CHS.

2.4 A committee substitute may participate at a committee meeting in place of a member
where a committee member—

(a) is unavailable for a committee meeting (or any committee activity taking place other
than at a meeting) because of illness, family circumstances, adverse travel conditions
beyond the member’s control, a requirement to attend to other urgent business; or

(b) has ceased to hold that office and a replacement committee member has yet to be
appointed.

Reviewed by RAC: 28 February 2020
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2.5 When a committee substitute attends a meeting (or other committee activity), he or she

assumes the full rights of an ordinary member of the committee. In particular, the
substitute can vote and is entitled to receive all committee papers.

2.6 The Chair of the Board can not be a committee substitute.

2. Authoriy

3.1 The committee is authorised by the Board to review and approve any activity within its
Terms of Reference (ToR). In so doing, the committee is authorised by the Board to obtain
outside legal or other independent professional advice and to secure the attendance of
outsiders with relevant experience and expertise if it considers this is necessary, subject to
budgets agreed by the Board.

4 \\/\fﬁ"\\(\@S ad Quorum

4.1 The RAC meets at least twice a year subject to the possibility of cancelling a meeting
should it not be required. The Chair of the committee may convene additional meetings as
he/she deems necessary. Committee meetings are held in private and may be held virtually
if required.

4.2 The Chair of the Board may also ask the Chair of the committee to convene further
meetings to discuss particular issues on which he/ she wants the Remuneration and
Appointments committee’s advice.

4.3 A minimum of two members of the committee must be present for the meetings to be
deemed quorate. To ensure that the meeting is quorate, committee substitute(s) may be

required to attend.

4.4 If any matter falls within the remit of more than one committee, the committees
concerned may, if they wish, seek the agreement of the Board to meet jointly.

5. DECSIONS ana \/ow“m@

5.1 Where consensus on a decision is not arrived at and a vote is necessary, members
should refer to, and apply, the procedure laid out in CHS Board Standing Orders under
paragraph 9.1.

Reviewed by RAC: 28 February 2020
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b, ATTendance

6.1 The National Convener/ Chief Executive Officer and the Depute Chief Executive are
required to attend each meeting.

6.2 The Remuneration and Appointments committee may require any other officials to
attend to assist it with its discussions on any particular matter.

6.3 The committee may ask any or all of those who normally attend and who are not
members of the committee, to withdraw to facilitate open and frank discussion of particular

matters. No attendee should be present for discussion of his/her own remuneration and
conditions of service.

1 SeuveTaniaT

7.1 CHS Business Support provides a secretarial support service to the committee.

7.2 The agenda and meeting papers are issued to members at least seven calendar days
prior to the meeting unless agreed otherwise.

7.3 CHS Business Support minutes the proceedings and resolutions of all committee
meetings including the names of those present and in attendance.

7.4 Minutes of every committee meeting are circulated to the Chair for approval and
approved minutes referred to the Board for noting as soon as practical.

2. Beporting

8.1 The Chair of the committee reports back to the Board, verbally or in writing, after each
meeting. The committee takes directions from the Board on general or specific action it
should take.

8.2 The committee reports on its activities, to the extent that it can, without breaching
confidentiality, in the CHS Annual Report and Accounts.

Reviewed by RAC: 28 February 2020
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9. Besponsibilities

9.1 The committee—

e Approves the procedures/policies and any changes in procedure/policies for CHS
staff for
the setting of performance objectives for the National Convener/ CEO
the appraisal of performance for CHS staff
the scale rates applicable to the various grades within CHS
the recruitment process;
o and any other remuneration strategies and policies.

e Notes and/ or approves CHS’ employment policies and their revision from time to
time.

e  Reviews the objectives of senior staff annually.

e  Approves the annual pay remit for submission to the Scottish Government.

e Approves the recruitment process for the NC/ Chief Executive and Depute Chief
Executive posts, when a vacancy arises.

e  Formulates proposals for the Chief Executive’s salary progression and other aspects
of his/her remuneration for recommendation to the Scottish Government.

e Notes the Remuneration report in the CHS Annual Report and Accounts and seek
assurance it fulfils disclosure requirements.

e  Periodically reviews the Board Code of Conduct and other relevant CHS policies.

e Considers the redundancy, early retirement or severance arrangements in respect of
all CHS staff, excluding retirement on grounds of ill-health, and approve these or
refer to CHS Board as it sees fit.

e  Considers an annual report on the outcomes of staff appraisals.

e  Approves any Employment Tribunal settlement.

9.2 Where a question arises about whether a matter is within the committee’s Terms of
Reference, it is for the Board, after consultation with CHS Senior Management Team as
appropriate, to decide.

©)
©)
©)
©)

0, Review

10.1 The committee reviews its Terms of Reference annually. Proposals for amendment to
the terms are submitted to the Board for formal approval.

10.2 The committee reviews its own effectiveness annually.

Reviewed by RAC: 28 February 2020
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Chair: Jo Derrick
Members: John Anderson and Beth Logan



Agenda Item 13. CHS-1920-75

Digital Business Readiness update

Accountable Director: Head of Strategy, Development and DCE
Report author: Nicola MaclLaren, Digital Project Manager
Resources implications: Within available resources
Recommendation For consideration and Approval
Equalities duties: Equalities Impact Assessment Required

|:|Yes @ No

This provides an update on CHS Business Readiness Activity to end February 2020.

Training
All of the modules are online and available to view. Statistics were sent to each AST detailing who had
completed which course and when asking the areas to encourage completion of the required modules.

Engagement
Community engagement continues with further engagement in local ASTs. These sessions as being used as
an opportunity for individuals to get familiar with the system as well as ask any questions they may have.

There are a few local road shows taking place in March — Argyle and Bute as well as Tayside are running
multiple events across a few dates to get the best uptake. As well as the community engagement there is
full 2 day clerks immersion event which will take place early March to get all the clerks fully up to speed on
all things digital — providing training on teams and full guidance in how to use the digital services.

Rota

PanelPal will remain accessible and unchanged throughout the migration and transition to the new
CHScotland tenancy, and beyond until the launch of CSAS functional services. Users will continue to user
their original CHIRP identity (i.e. username and password) to authenticate into PanelPal, exactly as they do
currently. They may do so either by going to the original CHIRP homepage URL and clicking through to
PanelPal, or directly to the PanelPal URL, but either way they will need to enter their CHIRP login details to
authenticate. This will be unaffected by the mailbox migration and the license removal. It’s likely that typical
users may only need to do this 2-3 times over the course of the full transition period. Once a group of users
is phased onto CSAS for Rota Management and other services, their access to PanelPal will be removed and
they will no longer user their CHIRP credentials for anything.

Once each area goes live in CSAS a drop in session will be provided when the first rota run is required within
CSAS to support the transition and ensure full confidence with the rota managers.

Roll out Planning

The first phase in the digital programme is now complete seeing the migration of all 3000 volunteers,
learning academy and staff into the new sharepoint site, email and Microsoft Teams. Full launch details will
be discussed below relating to email. This leaves the second phase of the programme, CSAS dunctionality,
which will roll out the digital services using a phased approach across the community. The proposed phasing
is listed below:

e Email/Teams/Sharepoint Launch — 3™ February — everyone — COMPLETE.



e Soft Launch — Aberdeen City, Edinburgh, Shetland

e Group A —Glasgow, C&WL, East Dunbartonshire, East Renfrewshire, Dumfries & Galloway, Fife

e Group B — North Lanarkshire, SE Scotland, Tayside, Orkney, Eilean Siar, Renfrewshire, West
Dumbartonshire

e Group C— Aberdeenshire, Argyle & Bute, Highland & Moray, Inverclyde, Ayrshire, South Lanarkshire.

Original launch dates for soft Launch was 4™ February, with each phase scheduled to launch approx. 1 month
after and apart. These dates are delayed with a decision on new timings due imminently. As the majority of
CHS systems currently run offline there is no significant impact on current BAU activity, this does however
delay the opportunity to capture Management Information the digital tools will provide. Plans for
engagement with the community remain in place to ensure ongoing readiness and awareness of the new
system.

The dates will be circulated to the community imminently once fully confirmed by the DDB. There is a list of
critical go live criteria that will have to be met before a final decision to give the green light will happen.
These are being worked through by the project team and will be finalised by the first week in March.

Data Migration

The final migration rules related to a number of data sources has been discussed and agreed. The migration
exercise will begin approximately 7 days before the respective areas go live. In order to facilitate this a rota
plan has been developed that ensures each area has their rotas in panel pal prior to this taking place to
ensure they are present in the new system. The details below show the data that will be migrated over:

e Rota — the current rota period within panel pal and past rotas going back to January 2019. Panel
Member availability will not be migrated.

e Observations — there will be no previous observations reports or current rotas migrated. However
consideration needs to be taken on who will input the rotas into the system to ensure any
observations scheduled are visible.

e Training — All local and national data going back to January 2015 will be migrated.

e Expenses - volunteers can claim back up to 3 months which will be covered by the data migrated
over related to rota.

e Personal Details - all personal details and hearing centre preferences will be migrated.

e Email- everyone will move to the new email addresses in January at the same time. It was agreed we
would migrate 3 years’ worth of emails and calendar entries and now confirmed all sub folders will
be moved over.

e OneDrive — this will universally be switched off for all users.

e App Tracker - the basic details of the 2019/20 panel members will be migrated into CSAS from panel

pal.

Email Changes
On Tuesday 4™ February the new landing page, e mail and teams went live.

CHIRP, its users, accounts, mailbox content and functionality remained accessible and unchanged until
Wednesday 26" and Thursday 27™ where the ASTs were switched off alphabetically — the first 11 on day 1
and the rest on day 2. What this does mean is that any emails sent between 3" February and the closure
date would not have been migrated and required the user to forward them on to themselves if they wished
to keep these.

Now the licenses are removed, an automatic response message will be activated on all CHIRP user email
addresses. It will be the same message for all users. This is therefore advised to be a generic message:



We have recently changed our email addresses and this address is no longer in use. Please email
communications@chs.gsi.qov.uk or call the office on 0131 244 3696 if you require details of the new email
address for the CHS Community member you are trying to contact

Overall the launch was a success and has seen over 2,600 people now logged on and utilising the Teams
platform and new email, with largely positive feedback. Over 5000 messages were shared in the first couple
of weeks and Fife have emerged as an early adopter AST and will be used as a best practice example to help
other ASTs develop their use of Teams.

As with any technical launch we saw a number of issues predominantly relating to user error which resulted
in a considerable amount of time being spent getting users up and running and fixing any technical issues.
The level of support required was higher than originally anticipated. The digital and communications teams
have found some of this challenging both in terms of volume and in the attitude and approach demonstrated
by some of the community. They have been supported and where necessary individuals have been spoken
to individually. This has allowed a full list of lessons learned to be created in order to take these forward into
the next phases.

We are still seeing some technical issues largely related to users unable to log in - those are being worked
through by the Leidos helpdesk, digital champions and national team colleagues. There are also technical
issues in relation to some file saving functionality in MS Teams which the team are working through with
Microsoft.

There are approximately 450 users still to access the new system — these are being followed up locally and
there are a number of these are on a Leave of Absence. Priority for on-boarding is being given by CHS services
launch timings, with the soft launch group being most actively supported currently.

Roll back Plan

The phased approach for launch gives multiple opportunities should they be required to roll back to current
BAU. The majority of current CHS BAU activity is managed offline (Observations, complaints, expenses etc).
Therefore any required roll back will revert to current offline activity and systems, mainly supported by CHS
Clerks. Clerks will be fully briefed during the Clerks conference.

The CHS Panel Pal database forms the core current online business tool for volunteer information and rota
population. This will be removed from each area as they go live with an extract of the data taken at that
point — what that means is that in the unlikely event the system must be rolled back we would just switch
panel pal back on for that area and maintain an off system rota relationship with SCRA in line with current
BAU. With each phased launch the risk of roll back reduces. The digital team are supporting local CHS/SCRA
communications and relationships to help support the transition process.

Communications

Over the next few weeks communications will be tailored specifically to the changes that are related to the
transition into the digital services — these will be detailed and not include anything that may confuse or
overload individuals. A key focus will be on tips for using Teams and preparedness for Multi Factor
Authorisation, required for access to CHS services through the Community Hub.

Service Update:

All services are now fully built and live in the test environment. Extended testing has identified future
development asks including: creation of a monthly calendar view for rota, ability to schedule PPAs in other
areas out with their respective AST. Requirements are minimal within the context of the number of services
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and varied functionality that has been delivered within the MVP. These will be put on the development
backlog and considered post MVP delivery.

A final note from Lynne; The digital and communications team pulled out all the stops to support the
community during the launch period, remaining active on teams until late at night and all weekends and this
contributed significantly to the success of the launch programme and | have feedback to the team that this
has been noted and fully appreciated by SMT .
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The Feedback Loop: A New Approach
1. Introduction

This cover note accompanies a draft of the 2016/17 Feedback Loop. The information presented in
the draft differs significantly from previous versions of the Feedback Loop and therefore represents
a new approach to the production of the report.

The new approach proposes moving away from collecting information from local authorities to
instead report on a combination of readily accessible SCRA and CHS data focussed on the core
requirement of the report as set out in the legislation: the implementation of CSOs in Scotland,
interpreted, at this stage, to refer to whether or not implementation authorities are ‘giving effect’ to
CSOs.

2. Legislative Context

e Section 181 of the Children’s Hearings (Scotland) Act 2011 sets out the following requirement
on the National Convener:

(1)The National Convener must, as soon as is reasonably practicable after the end of each
financial year, prepare and submit to the Scottish Ministers a report about implementation of
compulsory supervision orders during the year—

(a)in Scotland as a whole, and

(b)in each local authority area.
(2)The National Convener must give a copy of the report to each member of the Children's Panel.
(3)The Scottish Ministers must lay the report before the Scottish Parliament.

(4)For the purposes of preparing the report, the National Convener may require each local
authority to provide to the National Convener for each financial year—

(a)information about—



(i)the number of compulsory supervision orders for which the authority is the
implementation authority,

(ii)changes in the circumstances that led to the making of the orders,

(iii)the ways in which the overall wellbeing of children who are subject to the orders
has been affected by them, and

(b)such other information relating to the implementation of the orders as the National
Convener may require.

e Section 144 is titled “Implementation of compulsory supervision order: general duties of
implementation authority” and lays out the general duties of implementation authorities:

(1)The implementation authority must give effect to a compulsory supervision order.

(2)The implementation authority must in particular comply with any requirements imposed on it
in relation to the child by the compulsory supervision order.

(3)The duties which an implementation authority may be required to carry out under a
compulsory supervision order include securing or facilitating the provision for the child of
services of a kind which the implementation authority does not provide

e [f a hearing determines that an implementation authority has breached its duty, as laid out in
section 144, section 146 of the act enables them to report this to the National Convener:

(1)This section applies where, on determining the review of a compulsory supervision order
under section 138(3), it appears to the children's hearing that the implementation authority is in
breach of a duty in relation to the child imposed on the authority under section 144 or 145.

(2)The children's hearing may direct the National Convener to give the authority notice in
accordance with subsection (3) of an intended application by the National Convener to enforce
the authority's duty.

(3)The notice must—

(a)set out the respects in which the authority is in breach of its duty in relation to the child,
and

(b)state that if the authority does not perform that duty before the expiry of the period of 21
days beginning with the day on which the notice is given, the National Convener, on the
direction of the children's hearing, is to make an application to enforce the authority's duty.

3. Interpreting the Legislation

Section 181 of the Act states that the report must be about “implementation of compulsory
supervision orders”.

Section 144 provides us with context about what “implementation” means in the context of the Act.
Implementation authorities are required to (1) ‘give effect’ to a CSO (2) comply with requirements
imposed on it by a CSO and (3) secure, as necessary, services which the implementation does not
provide.

The Feedback Loop, therefore, should aim to answer the question “have implementation authorities
carried out the actions required of them by CSOs?”.

It should be noted that the introduction to the 2015/16 main Feedback Loop report states that
section 181 of the Act requires the National Convener to “submit annually a report on the



implementation of Compulsory Supervision Orders (CSOs), and impact of these on wellbeing
outcomes for children and young people”. While it may be the intention or spirit of section 181 to
produce data on wellbeing, this is not specified in the report requirements at 181(1).

4. Current Report Content
The current report presents the data about the following:

e Ages of infants, children and young people attending hearings.

e Decisions made at hearings (e.g. CSO made, CSO terminated, CSO varied etc.)

e Percentage split of types of residence descriptions, where specified in CSOs

e Levels of non-disclosure cases.

e  Whether care plans are in place

e Number of secure accommodation authorisations, and percentages of secure CSOs with a
number of specific measures attached to them.

e Number of days between a secure accommodation authorisation being issued by a hearing
and the local authority’s decision whether to implement that authorisation.

e Number of days between the hearing and the local authority's next contact with the child or
young person.

Much of this data is acquired from SCRA and some collected from Local Authorities (although much
of the Local Authority data returns are based on data provided to them by SCRA and so is acquirable
by us directly from SCRA).

The data collected from Local Authorities is provided according to school year cycles (Aug — July) to
fit other data reports/collections produced by Education and Social Work.

5. Operational Background / Status

The challenges of delivering the Feedback and its lack of utility have been extensively documented
by the previous National Convener (see, for example, his letter to Scottish Government, October
2019). The most recently published report covered 2015/16.

Many of the challenges have arisen from trying to carry out the actions described in Section 181(4)
[the collection of information by the National Convener from Local Authorities].

It should be noted, however, that the National Convener is not required to collect this information —
but they may require it from local authorities for the purposes of producing the report.

The most recent set of reports produced covered 2015/16. Currently, data collected from Local
Authorities is available for 2016/17 (but this is incomplete, with Clackmannanshire and Western Isles
missing, and Glasgow of poor quality). Some 2017/18 data has also been collected. This data is
collected on the Scottish Government system ProcXed, at a cost to CHS of approximately £2,000 +
VAT.

6. New Report Content

The attached draft new report presents data, for financial year 2016/17 on:



e The number of CSO decisions that have the potential to suffer an implementation breach in
each Local Authority.

e Of those decisions, the breaches of the duty of implementation authorities have been
reported to the National Convener.

e The reasons behind the breaches of implementation duty.

It is possible to produce a report with content listed above without collecting data from Local
Authorities. The decision types of hearings is data collected by SCRA, and the number and reasons
for implementation breaches are reported to the National Convener and are therefore collected by
CHS.

The Care Review, in The Promise, have emphasised the importance of compliance by authorities with
the orders and conditions of hearings decisions, so there are good grounds for re-focussing the
Feedback Loop on breaches of duty and role of the National Convener within that. They stated: “If
implementing authorities fail to comply with orders and conditions of the Hearing, then they must be
held to account to ensure children and families get the help and support that the Panel wants them
to receive”.

It is not proposed that the report necessarily remain in this cut-down format forever and we should
should stay committed to demonstrating the impact; the principle of reporting on the measures in
CSOs affects the wellbeing of the infants, children and young people is one that should be strongly
supported. Should a unified wellbeing measurement tool be adopted across children’s services, this
would provide us with a strong data set to report on as necessary. Improvements to data (including
the types of data collected) should perhaps be anticipated in response to the Care Review reports.
We should consider not continuing discussions with Local Authorities and OLM about the recording
of outcomes, and instead pursue engagement with other bodies/organisations with a shared
interest in this. Opportunities for this work may emerge from the recommendations from the Care
Review report (which is clear that experiences and impact should be at the heart of measurement)
and we should actively pursue this at local and national levels.

Adopting the new report format would therefore mean that CHS would immediately cease to collect
data from Local Authorities for the time being.

7. Benefits and Risk of the New Approach

Benefit Comment

Collections from ProcXed would no longer be required;
significantly reduced staff capacity would be required.
Reports could be produced with relative ease, meaning
2016/17 and 2017/18 reports could be produced quickly.
Quality and completeness of SCRA and CHS data used is
known to be high. Local Authority data quality from
previous Feedback Loop collections has been patchy. Most
recent data collections are incomplete.

Reduced resource requirement

Uses easily accessible data sources

Uses CHS and SCRA data

Risk Comment
Loss of collection from Local We will need effective comms to ensure relationships with
Authorities may mean it is difficult to | Local Authorities remain good. Future data requirements




re-establish if we wish to collect data
at a later date.

are likely to be quite different to current collections
(focussing less on CSO numbers and more on wellbeing),
so significant negotiation with Local Authorities would be
likely anyway.

Reputational damage - CHS may be
accused of not acknowledging, or
not knowing about, a wider issue of
non-implementation.

The data we have suggests that significant breaches of
CSOs is not an issue — with a very small number reported
to the National Convener. The recent Care Review report
notes that “if implementing authorities fail to comply with
orders and conditions of a Hearing, then they must be
held to account...”. This inclusion of this statement in the
report may indicate that implementation is thought to be
an issue even though the data is the Feedback Loop does
not support this. The truth (e.g. are breaches under-
reported? Or is implementation perceived to be an issue,
despite this not being true) may need further investigation
—and there are anecdotes that support a narrative of
persistent non-implementation for which there is no
adequate reporting mechanism. The new report, however,
by focusing on the matter of implementation breaches,
may provide a beneficial vehicle for discussions about
what breach reporting should cover / look like and —
crucially — who should be able to report breaches.

Loss of future data

We will lose future data on implementation of secure
authorisations and whether care plans are in place. As far
as CHS is aware, the data published to date has not been
used, nor have we have requests for more data. An
additional process could be established (e.g. email to CHS)
if a Local Authority chooses not to implement (historical
data indicates this is approx. 3% of cases).

8. Next Steps

The Board are asked to approve the approach to Feedback Loop reporting moving from 2016/17

data reporting.




Introduction

Feedback Loop Report: 2016-17

Section 181 of the Children’s Hearings (Scotland) Act 2011 places a duty on the National Convener to
prepare a report about the implementation of compulsory supervision orders (CSO) in Scotland as a

whole and in each local authority area. A copy of the report, called the ‘Feedback Loop’, must be

given to each member of the Children’s Panel and Scottish Ministers must lay the report before the

Scottish Parliament.

This report focusses on the implementation of decisions made in hearings by reporting on:

(1) The number of decisions made in hearings in a given financial year that place an

implementation duty on implementation authorities.

(2) The number of decisions made in hearings that are known not to have been

implemented (a ‘breach’ of an implementation duty).

(3) The nature of the implementation breach.

Implementable Decisions

The following decisions of hearings place an implementation duty — through a CSO —on a

implementation authority and are therefore the focus of the data presented in this report:

Decision Type

Description / Definition

CSO Continued

The hearing was satisfied that an existing CSO was still required and that no
variation to any of the measures was needed.

CSO Continued &
Varied

The hearing was satisfied that a CSO is still required but a change to the
measures was needed.

CSO Interim
Continuation

The hearing was satisfied that an existing CSO should remain in place short-
term, until another decision can be made.

CSO Made

The hearing was satisfied that a CSO was necessary for the child’s
protection, treatment, guidance or control.




. The hearing was satisfied that an existing CSO was still required but the
CSO Varied , L .
relevant period’ remained unaltered.
The hearing was satisfied that a short term variation to an existing CSO was
IVCSO . .
needed as a matter of urgency until another decision can be made.
1CSO Issued The hearing was satisfied that circumstances warranted making a [short
term] CSO as a matter of urgency.
1CSO Renewed :;f;iehdearlng was satisfied that an existing [short term] CSO should be re-

The table below presents the number of these different types of decisions made in hearings during
the 2016/17 financial year, broken down by local authority®:

1 Source: SCRA
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Ccso

CSsO ) CSO Interim CSO
Continued Continued & Continuation €50 Made Varied Renewed
Varied
201 279 24 115 7 80 108 105 914
9 237 10 98 6 63 79 98 682
m 74 155 13 65 51 54 58 470
63 112 5 36 16 13 15 258
86 99 13 46 <5 26 44 50 365
124 376 29 132 <5 34 44 67 806
174 314 32 132 23 89 107 107 978
166 168 52 115 <5 70 76 133 774
86 52 10 20 21 11 19 219
77 125 8 62 22 43 49 386
68 61 18 36 15 6 <5 207
360 627 100 233 11 173 168 188 1,842
m 8 17 5 19 <5 7 15 72
m 141 134 20 101 16 50 35 52 542
_ 273 562 121 245 24 158 167 241 1,723
910 1,123 572 295 <5 453 308 410 4,036
78 349 8 122 17 9% 111 144 922
93 133 10 66 23 16 20 360
w 67 118 21 58 <5 16 55 58 393
53 112 5 39 27 24 32 292
245 360 52 114 <5 94 63 90 1,017
259 233 104 179 <5 54 87 70 983
6 22 8 6 6 48
80 130 31 80 <5 45 58 82 504
236 412 64 154 <5 122 53 69 1,104
49 101 6 53 <5 35 41 66 352
m <5 13 <5 8 5 9 <5 a1
181 235 46 110 <5 63 81 123 839
205 305 86 157 12 98 141 152 1,148
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Breaches of Implementation

If a hearing determines that an implementation authority has breached its duty to implement a CSO,
Section 146 of the Children’s Hearings (Scotland) Act 2011 enables a hearing to report this to the
National Convener to consider an application to enforce the authority’s duty.

Of the 24,000 orders detailed in the table above, during 2016/17, less than 5 implementation
breaches were reported by hearings to the National Convener.

The nature of the breaches fell in to the follow categories:

e The implementation authority was not providing respite at a named placement.
e The implementation authority failed to allocate a social worker or prepare up to date
reports.

Comment

The number of breaches reported to the National Convener is exceptionally low relative to number
of orders requiring implementation.

It is justified to ask the question whether this is a true reflection of all breaches of implementation
duties that occur across Scotland or whether they represent, for example, only the most serious
breaches. We will monitor patterns of breach reporting in coming years.

For the National Convener to more effectively execute their powers in enforcing the duty of
authorities to give effect to CSOs, it is likely that further investigation of breaches may be necessary
and that different, more flexible, reporting mechanisms may need to be considered that enable a
wider group of people to report breaches for enforcement.

Notes on the Report

e The content of this report differs from previous versions of the ‘Feedback Loop’. The data
presented is not, therefore, continuous from the 2015/16 report.

e ‘Financial year’ in this report refers to the year running 1°* April — 31°* March.

10



Agenda Item 16: CHS-1920-77

Title Gender Pay Gap Report - 2 year update

Purpose For consideration and approval

Author(s) Sinead Lammie — HR/OD Lead

Line Manager(s) Lynne Harrison — Head of Strategy, Development and DCE
1. Background Information

1.1 The specific equality duties in Scotland were created by secondary legislation in the Equality Act
2010 (Specific Duties) (Scotland) Regulations in 2012 as amended. Further new regulations were
introduced in 2015 when CHS became a listed authority, and in 2016, the employee threshold for
gender pay gap reporting was reduced from 150 to 20 employees and further introduced the
requirement to publish equal pay statements. CHS published its first Gender Pay Gap report and
Equal Pay Statement in April 2018.

1.2 This is our second Gender Pay Gap report and we will continue to meet our statutory
requirements by reporting our gender pay gap every 2 years.

2. Recommendations

2.1 It is recommended that the Board approves the content of this report for publication by the
30t March 2020 deadline.
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CHS Gender Pay Gap Beport 2010

Exeuutive Summary

CHS is committed to the principles of equal pay for work of equal value and operates a pay system that
is based on objective criteria. We have a clear reference to Equal Pay in our Recruitment and Selection
Policy and have consistently followed Scottish Government guidance on Equal Pay. CHS’ pay awards
are in line with the Scottish Government Public Sector Pay Policy for Staff Pay Remits.

Since CHS became operational it has used an incremental pay structure. The current pay remit and
pay structure are underpinned by job evaluation. Equal pay for work of equal value is the
cornerstone of job evaluation and CHS uses the Hay Job Evaluation process. All CHS roles when
developed or amended go through the job evaluation process, which is administered by
independent expert JE panel at our sister agency, the Scottish Children’s Reporter Administration,
supported by a member of the CHS HR team. An employee appeal process is also build into the
process, if so required.

CHS’ Chief Executive’s pay is determined by the Scottish Government Senior Appointments Pay
Policy but while CHS does not determine this pay, the Chief Executive’s pay details have been
included in the calculation of our equal pay figures.

When developing annual pay awards, CHS remains cognisant of the impact on all protected
characteristics of any pay offer, ensuring that we improve the equalities position year on year i.e.
by reducing the journey times from minimum to maximum level within each pay band.

This report combines publication of our gender pay gap (see Section One) along with our Equal Pay
Statement (see Section Two). All data contained in this report refers to salary figures only, as CHS
does not operate a bonus scheme. The data is accurate as at 1 February 2020 but for of direct
comparison, the data from the 1 February 2018 report is also detailed.

CHS had 39! employees (excluding 1 employee on long-term career break). This is a 51% increase in
headcount since 2018. Our workforce is 79.5% female ( and increase of 14.5%) with CHS employed
females now accounting for 75% of our senior management team.

There are two suggested methods to calculate our overall pay gap, for reasons that are explained
more fully within Section One of the report — Calculating the Gender Pay Gap for CHS . While there
is no general consensus on which method is better and there are disadvantages in using either
method, particularly for an organisation as small as CHS ( due to vulnerability of data to be skewed
in even the addition or deletion of one earnings figure), we have provided headline figures using
both methods. In line with guidance from Close the Gap (Scotland’s main research organisation
looking at women’s participation in the labour market), we have given preference to using the mean
average in the rest of our pay gap analysis as it can give a deeper understanding of any pay gaps.

1 All data in the report is taken from snapshot date of 1 February 2020, exactly 2 years since the previous data was
produced in order to make direct comparisons.
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When using the mean average to calculate, our overall pay gap between male and female salaries

is now 1.8% ( in favour of men), compared with 23% two years ago.

However, when using the median average to calculate, our overall pay gap between male and

female salaries is now -18.36% (in favour of women), a widening of 1.36%.

Analysis of these figures is found in Section One of the report. Note the for ease of comparison, the
figures from the 2018 Gender Pay Gap report are also included.

It is clear that the mean gender pay gap within CHS has dropped considerably in the past two years.
The obvious explanation for this is the 51% increase in headcount, with females accounting for
87.5% of the new workforce and that of this female group, 57% of them are in senior roles/ top
third earning roles in CHS.

To also give as wide and reflective a picture of the gender make-up of our organisation, we have

included in addition to the required occupational segregation figures, a number of other different
pay gap figures within the report including part-time pay gap figures.
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SECTION ONE

Gender Pavy Gop Peporting — the Bequiations

The Equality Act 2010 describes nine protected characteristics: age; disability; gender reassignment;
marriage and civil partnership; pregnancy and maternity; race; religion and belief; sex (male or
female); and sexual orientation.

The specific duties in Scotland were created by secondary legislation in the Equality Act 2010 (Specific
Duties) (Scotland) Regulations in 2012 as amended. Further new regulations were introduced in 2015
when CHS became a listed authority, and in 2016, reducing the employee threshold for gender pay gap
reporting and the publication of equal pay statements from 150 to 20 employees. As CHS has 39
employees, the organisation is required to be fully compliant with the regulations and undertake the
required specific duties.

Cacuating the Gender Py Gap for CHS

The methods for determining any pay gap is outlined in Close the Gap’s publication, Close Your Pay
Gap: https://www.closeyourpaygap.org.uk/

The gender pay gap is the difference in average hourly earnings between men and women.

CHS has used both the mean and median average figure for its headline pay gap figure. The mean
average is calculated by adding all individual CHS employees’ hourly rates of pay and dividing by
the total number of employees. The median average is calculated by listing all the male and
female salaries in order of amount and then finding the mid-point of each list.

The mean is considered by many organisations, including Close the Gap, to be a more useful
measure as it includes the highest and lowest rates of pay and because those on the highest rates
of pay tend to be men and those on the lowest are more likely to be women, it is an important
measure of women’s experience of labour market disadvantage as compared to men.

The median pay gap is considered more representative of “typical” pay. Those who advocate the
use of the median, such as the Office of National Statistics (ONS) feel that the very high earners
are the exception to the norm, but can disproportionately skew the pay gap figure.

As CHS has a small employee base, our figures are easily skewed regardless, by the inclusion of even
one additional high salary figure. This means that by aligning with the Close the Gap preference
and using the mean to calculate the average of a skewed distribution, such as ours, the calculations
are highly influenced by those values at the upper end of the distribution and thus may not be truly
representative. To help counter this we have reported a number of other different pay gap figures
including part-time figures in order to give as wide and reflective a picture of the real situation within
CHS and tried to draw out conclusions in the explanatory narrative below each table.

We have also taken care, due to the small number in our employee dataset to not publish
sensitive data in this report in a way that might identify any particular individual employees.
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Who i$ intluded in our analNsis?

All workers? engaged in a contract of employment with CHS are included in the analysis of gender
pay gap analysis including CHS’ Chief Executive, even though CE pay is determined by the Scottish
Government Senior Appointments Pay Policy.

NOTE: Salary data for employees on long-term career breaks (and so are not currently on payroll)
is not included in this report, however data for any employees on maternity or other absences,
who are on payroll, is included in this report.

Also, it should also be noted that two members of senior management team are not paid
employees of CHS, but are employees of the Scottish Children’s Reporter Administration (SCRA)
with whom we engage their services, through established shared service arrangements between
both organisations. We have therefore not included their pay within this analysis but we have
included their headcount, when reporting the gender composition of our Senior Management
Team.

Our gender pay g Findings

As noted above, we have reported a number of different pay gap figures in order to give as wide and
reflective a picture of the real situation within CHS. These include:

1. The headline (overall) pay gap figure, (both mean average and median average figures)
The full-time pay gap figure (mean average)
The part-time pay gap figure (mean average)
The pay gap between male and female part-time employees (mean average)
The pay gap between male and female full-time employees (mean average)
Occupational segregation pay gap figures for:-

a. Horizontal segregation — by job type (mean average)

b. Vertical segregation — by job level (mean average)

oA wWN

Following the Office of National Statistics reporting guidelines, a =% demonstrates a pay gap in favour
of women.

Our pay gap findings are reported in the tables below and each table has an explanatory narrative to
accompany the findings.

2 CHS has not however included any temporary agency workers in its pay gap reporting as these individuals are not
employed directly by CHS ( nor did CHS engage in any temporary agency contracts at 1 February 2020. CHS has also
not included the hourly pay rates for the contractors it has engaged to carry out work, since the last report was
published.
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CHS National Team Headeount as of | February 2020 208 foures are below in oyey

o t)

Female part—time

Female full-time

Male part-time

Male full-time

Total Headcount

5

26

2

6

39

79

5%

20.

5%

Overall pay app figure for CRS

The single/overall pay gap figure includes all CHS employees, including those in senior management

grades. It also includes all full-time and part-time employees and employees on permanent and fixed
term contracts and provides the most complete picture in relation to gendered pay inequalities and is
presented as both mean average and median average figures.

Mean  overall pay oap (108 fgures ave beow in grey Fort

MEAN Average female

MEAN Average male hourly

Scotland (2018) Mean Pay

hourly rate (£) rate (£) Gap
21.72 22.12
22.12-21.72 x 100 CHS Pay Gap = 1.8%
22.12

CHS has experienced a significant drop in its mean gender pay gap. As is noted in the executive summary,
the mean gender pay gap within CHS has dropped considerably in the past two years. The obvious
explanation for this is the 51% increase in headcount, with females accounting for 87.5% of the new
workforce and that of this female group, 57% of them are in senior roles/ top third earning roles in CHS.
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Median  overall pay gap (108 faures ave beow in gyey o)

MEDIAN Average female MEDIAN Average male hourly Scottish median pay gap

hourly rate (£) rate (£)
21.14 17.86
17.86-21.14 x 100 CHS Pay Gap =-18.36%
17.86

Median pay for women in Scotland is higher than in the UK as a whole and is third highest of the
nations and regions of the UK.

Addvessing our overall equal pay gap thvough vecruittment

CHS ran a total of 14 recruitment campaigns over the past 24 months, (excluding internal
secondments/promotions) and attracted a total of 471 applicants. Of those 14 campaigns, some
of which consisted of multiple vacancies, 21 females were appointed, and 3 male. It should be
noted that CHS followed through on its flexible working commitments by providing x4 job-share
contracts which were filled by both male and female employees.

A full breakdown of our equality data for these recruitment campaigns is found in Appendix 2 of
our Equality Mainstreaming Progress Report 2018-2020.

From our recruitment data and employee headcount figure (79.5% female), CHS can demonstrate
that it is an organisation that attracts, appoints and promotes females at all organisational levels.
We will continue to ensure that it maintains robust, fair and transparent recruitment processes
that provide equality of opportunity for all protected characteristic groups.
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Full=Xime pa| gap (108 fgures ave below in ey o)

The full-time pay gap figure is calculated by comparing female full-time average hourly pay with male
full-time average hourly pay. While useful to consider, they cannot be used as the overall/headline
figure for the organisation as these figures omit the experience of CHS’ part-time workers.

Total number of full- Mean average full-time | Total number of full- Mean average full-time
time females female hourly rate (€£) | time men male hourly rate (£)
26 20.90 6 23.09
23.09-20.90 x 100

CHS full-time pay gap =9.48 %
23.09 pay gap °

The gender pay gap for full time staff within CHS has also fallen significantly since the last figures were
produced. Again, this can be explained by the significant increase in female appointments. Of the
aforementioned 21 female appointments, 17 were full-time contracts.

Looking beyond CHS, the gender pay gap in Scotland is lower than in the UK average, at 8.6%° for full-
time workers.

Pavr-time PAN @0\\) (208 fgures ave below in grey Yert)

The part-time pay gap figure is calculated by comparing female part-time average hourly pay with
male full-time average hourly pay. (A negative pay gap figure demonstrates positive salary
implications for women vs men)

Mean average part-time female hourly rate (£) Mean average full-time male hourly rate (£)

25.98 23.09
23.09 -25.98 x 100 CHS part-time pay gap =
23.09 -12.51%

There may be an expectation that the part-time pay gap will be much higher than the combined figure
(a part-time workers, tend to women working in lower grades), however in this report we see a reversal
of this supposition, where mean female part-time hourly rates are actually 11.7% higher than mean
male full time hourly rate. This can be explained again by the increase in new female joiners in the past
24 months who have been appointed into senior manager grades but who are also working part-time
contracts.

3 ASHE (ONS) 2018 Scotland Tables
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PN Gep between pavr=time mate and pavt—time female

(208 figures ave below in ayey Tort)

Male/Female part- | % of total | Av hourly | Pay Gap (%)

time employees employee group | part-time
Male 5.12 19.18 -35.45
Female 12.82 25.98

The pay gap shows that female part-time staff are paid higher average pay than male part-time staff
and since the last report this pay gap is widening. 16% of females work part-time in CHS ( a drop of
7% since the last CHS Gender Pay Gap report) which is now less than the proportionate average of male
part time employees which is 33.3% of total male staff.

Of those x7 employees within CHS who work on a part-time basis, 71% are female, which demonstrates
that along with national data, females still dominate the part-time labour market with females workers

still take on board the majority of childcare responsibilities during the working week. The UK also has
one of the highest rates of part-time work among employed mothers in the EU.

PN Gop between all pavt—time emplonees and all full-time emplonees

(2018 foures ave below in ey Fext)

Mean average hourly | Mean average hourly | Pay Gap (%)
combined for male/female | combined male/female
part-time (£) full-time (£)

22.58 25.64 11.93

Combined Part-time staff average pay is lower than that of combined full-time staff. Although this pay
gap is not based on gender but upon average (mean) hourly rate of pay between full-time and part-time
staff, it is still useful to note.

%In 2018, the median average gender pay gap for full-time workers in Scotland was 5.7%. This means
that if the male and female populations of full-time workers were each lined up in order of their hourly
pay, the man in the middle of the male population would be earning 5.7% more per hour than the
woman in the middle of the female population.

4 figures from the Annual Survey of Hours and Earnings (ASHE) from Office for National Statistics. (October 2018).
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CHS can demonstrate that it is supportive in accommodating the >flexible working requests of all staff,
regardless of gender, and believes that taking a more holistic view of the flexible arrangements that it
offers including 4 day compressed working weeks or 9 day fortnights, rather than looking at part-time
working in isolation, gives a truer reflection of its support (see table below).

Pav-time and Fevible Working LoMpavisons (208 s ave below in ey fort

As a percentage of | Part-time working Flexible Working
employee group arrangements (%) arrangements (inc. p-t) (%)
Female 12.82 20.51

Male 5.12 5.12

The table above shows that 12.82% of CHS’ female employee group ( a decrease of 10.28%) and 5.12%
of male employees work on a part-time basis. Once formal contractual flexible arrangements are taken
into account the percentage of female employees then increases to 21%, which is still however a
decrease of 17.5% from the previously reported figures on wider formal flexible arrangements.

CHS still maintains its commitment to give job applicants the option to tick if they wish to carry out the
role on a job-share basis and will consider all applications for flexible working as favourably as possible.
It also continues to operate a flexi-scheme, open to all grades, and has adopted smart working
principles, which permit many employees to better combine their work and personal commitments.

Occupational Staveaation in CHS

Occupational segregation is one of the major causes of the gender pay gap. Horizontal segregation
refers to the clustering of men and women into different types of work. Vertical segregation refers to
the clustering of men and women into different /evels of work.

The following pay gap reports attempt to give a wide and accurate representation of how salaries are
reflected among the different grade band and in different types of work.

Horizontal Stareaation within CHS 206 faures ave bow in grey)

In order to report on horizontal segregation in a meaningful way, our pay gap report splits roles into the
three clear role types within CHS:- Management+, Officer and Admin. Management+ grades include
Senior Manager, Depute CE and CE grades. Officer grades include Lower, Medium and Higher Officer
grades. Admin grades include General Admin and Specialist Admin grades. The following tables show
comparative data between these three role types.

5 Right to request flexible working as per the Employment Rights Act 1996 was extended beyond employees with
defined caring responsibilities, in the Flexible Working Regulations 2014.

Page 10 of 14



Management+ grade Officer grade Admin grade
Av. Hourly (£) Av. Hourly (£) Av. Hourly (£)
Male 33.49 15.29 n/a
Female 27.11 17.87 12.86
Combined | 28.24 17.22 12.86

Management + Npe Pay Gap (206 fuopres ave beow in grey)

Management type Pay Gap (%)
Gender Av. hourly
Male 33.49 33.49-27.11
19.05
Female 27.11 33.49 x100

The gender pay gap at management grade + in CHS has decreased by 14.7% since the last pay gap
report. As with other findings earlier in this report, this pay gap decrease can be explained by the fact
that of the 51% increase in new starts to the organisation since the last report, 57% were females at
Management+ grade, with females now occupying 82% of management+ roles.

OFfcer Tpe' votes = Py GAp (208 fures ove beow in gey)

Officer type ‘ Pay Gap (%)
Gender Mean average hourly (£)
Male 15.29 15.29-17.87
-16.87
Female 17.87 15.29 100

75% of employees in Officer type roles are female. There is also a pay gap in favour of females in
Officer type roles of 16.87% which has narrowed since the last report by 8.5% ( i.e. male salaries in
Officer grade are catching up with female Officer grade salaries). A further breakdown of officer roles

into grades (which illustrates differences in job levels) is illustrated in the grade comparison table on
page 11.
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Admin Npe' voles — Py GAD (108 foures ave below in ayrey)

Admin type \ Pay Gap (%)
Gender Mean average hourly (£)
Male n/a o/a /
n/a n/a
Female 12.86

Due to the significantly small data set we are analysing for admin ‘type’ roles and the fact that we
currently have no males holding admin positions, it is not feasible to produce gender pay gap data or
draw any meaningful conclusions on the data presented. C

Vevical S{i@\(ﬁga\‘\"\or\

In order to report on vertical segregation in a meaningful way and to illustrate where male and
female employees may be clustered into different levels of work, CHS has presented two different
set of figures i.e. quartile salary figures and grade figures.

Quavtile Salav Fiouves 108 e ave below in ey

The table below shows all the salary figures ranked into quartiles. The gender comparisons for each
guartile are shown as gender against total own gender, and as gender against total CHS employee

group.
Quartile Male as % | Male as % | Female as % | Female as % of
| = highest quartile of all CHS | of all male | of all CHS all female
4 = lowest quartile employees | employees | employees employees
1 5.12 25.0 20.51 25.81
2 2.56 12.5 23.07 29.03
3 5.12 25.0 20.51 25.81
4 7.69 37.5 15.38 19.35
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While in the previous report, male employees are clustered at both the highest and lowest quartiles,
and female employees dominated the middle two quartiles within CHS, the figures in this report
suggest that females are well represented across all quartiles implying that there is not a significant
vertical segregation issue within CHS.

CHS Job Levelsiarades Pay GAp (108 fpres ave below in grey)

The table below shows the composition of all male and female staff with their salaries plotted against
the CHS grading structure, noting that DCE and CE grades are aggregated due to the small staff
numbers at both grades. This again helps to illustrate vertical segregation between genders.

CHS Grade Combined Male as % of | Female as % of
gender as % of all CHS all CHS
all CHS employees employees
employees
DCE and CE ( aggregated) 12.82 5.12 7.69
Senior Management 30.76 2.56 28.2
Higher Officer 23.07 2.56 20.51
Medium Officer 12.8 2.56 10.25
Lower Officer 15.38 7.69 7.69
Specialist Admin 5.12 0 5.12
Admin n/a n/a n/a

Apart from Specialist Admin grade ( where its composition is 100% female), both male and female staff
are represented at all grades within CHS with female staff being predominantly represented at Senior
Management and Higher Officer level. To note, female staff now account for 7.69% of DCE/CDE grades
when in the previous report they represented 0%.

Summary

CHS has significantly reduced its mean gender pay gap from 23% to 1.8%, meaning that at a headline
level, men receive only marginally more in average pay across the organisation of women. In terms of
median gender pay gap figures, which for a smaller organisation like CHS, can produce a less skewed
results, the gender pay gap is increased to -18.36%, meaning that female salaries on the whole are
more on average than their male colleagues, and that this gap is widening.
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The obvious explanation, as has been noted at several points in the previous table narratives is due to
the 51% increase in headcount, with females accounting for 87.5% of the new workforce and that of
this female group, 57% of them are in senior roles/ top third earning roles in CHS.

CHS is not however complacent in the need to continue to monitor gender pay gaps and will work to
ensure that it's pay awards and flexible working policies in particular are managed fairly equally for all
staff, regardless of gender. It will take into account all the commitments it made in its Equal Pay
Statement 2010 as well its statutory general and specific duties under the Equality Act 2010.
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