PERFORMANCE MANAGEMENT AND REVIEW COMMITTEE
4 MARCH 2008

QUESTIONS FROM COUNCILLOR L.E. NICHOLS 
1.   CAPITALISED SALARIES
Q (a) Could we please have details of the projects to which capitalised salaries have been charged?

A (a) The percentage of direct employee costs charge to capital equates to only 2% of total direct employee costs. The approach of charging a small proportion of salaries to capital is not new for this Council, we have been doing this for a number of years and as such it has been through a number of year end audits.

Capitalised salaries are not allocated to individual schemes when charged to the Ledger – they are separately identified to capital salary codes and charged on a monthly basis to the ledger based on the original estimate. The amount charged is assessed at year end to ensure that amendments to the programme have reflected the level of charge included and adjusted accordingly if required. 

The major areas identified in recent years for calculating capitalised salaries budgets are Disabled Facilities Grant expenditure, the IT capital programme, Leisure Centre refurbishment and Asset Management in respect of disposals which are resulting in a capital receipt for the authority
Q (b)   Could we please have details of which departments have capitalised salaries and in each case how much?

	Department
	2007-08

	Information Technology
	£74k



	Asset Management
	£33k

	Financial Services
	£49k

	Environmental Health
	£66k

	Planning
	£11k

	Total
	£233k


Q(c)   What CIPFA publication, statutes or other guidance or is being used to determine when salaries can be capitalised?

A( c) There is minimal prescriptive guidance as to the definition of capitalised salaries within Local Govt and what can be charged as expenditure. The way in which we approach the calculation is based upon general agreed accounting practice, within other District Councils, and is externally examined and scrutinised as part of the year end close down procedures. 
The external auditors at year end assess the level of expenditure and are happy that the way in which we treat it is within agreed accounting practice and that we are not inappropriately charging expenditure.

Generally where there is a scheme or schemes which will produce benefits for longer than 1 year there is a calculation done based on the approximate percentage of staff time required to complete the project. This is then used against the salary, National Insurance and superannuation costs of the staff member in order to calculate the amount. 

The use of the Council’s staff time is a far more cost effective way of implementing schemes in order to produce the end result than through the employment of more expensive external consultants, contractors and temporary staff.  

The amount charged is assessed, by Accountancy, as part of the year end procedures, to ensure that any amendments to the schemes, included in the revised programme, fairly reflect the level of charge included. The value is adjusted accordingly if required. 

As you will see from the figures the level charged is only a small proportion of both the overall salary and capital programme budgets and is reassessed annually to ensure that only salaries which can be justified to the External Auditors is charged.  
2.  COMPARISON STAFF COSTS
Q Would it be possible to have a 2006-7 to 2007-8 comparison of staff numbers (in post and vacancies), salary costs and temporary staff costs for each Directorate?
A  Information attached. 
3.  PLANNING PERFORMANCE INDICATORS BV109 (A TO C)
 

Q  Could we please have a more detailed explanation of what steps are being taken to address the continued decline of these indicators.  I raised this issue at the December meeting and at that time we were assured that the situation was under control.
A.   ‘The Head of Planning and Housing Strategy has discussed the reasons for the continued issues with the performance of the development control section. There are a number of reasons, including an 20% increase in the number of applications, an increase in the number of appeals which officers are dealing with as a result of overturns by the planning committee, as well as not covering maternity leave (3 days per week) and a turnover of temporary staff in one of the planning officer posts.

Discussions are currently taking place to develop an action plan to resolve these performance issues. 

The officer who is on maternity leave is returning at the middle of April and the temporary staffing situation is reasonably settled. The medium/long term situation regarding this post will also be considered very shortly as part of the Planning Delivery Grant Exit Strategy. Greater use may need to be made of external resources to deal with appeals in the future in order to ensure officers are able to prioritise dealing with determining planning applications.

In previous months there have also been issues with a member of the admin staff being on sick leave for a number of weeks. Alternative resources are to be trained up to cope with such an eventuality should it arise again.’

