‘NO QUIT’ POLICY

1.
INTRODUCTION

1.1
Bromley Council is committed to ‘Investors in People’ as a framework for maximising the contribution of its workforce to the goal of ‘Building a Better Bromley’.  The organisation is therefore committed to retaining good staff as part of its overall commitment to valuing its greatest asset – People.

1.2
In Bromley Council, we understand and appreciate the role our staff play in ‘Building a Better Bromley’ and would therefore do everything within our means to retain good staff.  We believe, therefore, that voluntary (or unanticipated) resignation is a high price to pay, especially if it involves a good employee in a ‘hard to recruit’ post, for example qualified and experienced social workers, planners, traffic engineers, etc.  The cost of replacing a good performer far exceeds the cost of retaining one!

1.3
Given the important role staff play in organisational success, it is vitally important to retain and maximise the talent and contributions of good staff for as long as possible.  In Bromley Council, we will achieve this objective through a structured ‘No Quit’ intervention which is underpinned by the following principles:

a) staff should use any reasonable opportunity, and the PADS or PRP processes in particular, to make their managers aware of issues impacting on their employment with the Council;  

b) managers/supervisors are encouraged and supported by HR in particular to enter into a meaningful discussion with a would-be leaver, as quickly as they become aware of this, on a ‘nothing ruled in, nothing ruled out’ basis, with a view to persuading the employee to withdraw his/her resignation;

c) balance the individual needs of would-be leavers with the corporate objectives on recruitment and retention of key staff/good performers by adopting a purposive interpretation of HR policies and procedures and also a ‘can-do approach’ to finding the right balance;

d) quick referral of individual cases through the organisation hierarchy up to the level of the departmental management teams (DMTs) and their Chief Officers and the Head of Human Resources for support, guidance and advice on the right balance between individual and organisational needs.

2.
RESPONSIBILITIES

2.1
Individual Employees

a) approach and discuss the/a wish to leave the organisation as early as possible to allow a meaningful dialogue and positive intervention to take place or/and be facilitated by managers or HR;

b) contact their supervisor/manager or HR, including the Occupational Health Service, to seek effective support or intervention or resolution of matters concerning them.

2.2
Supervisors/Managers

a) react in a timely and sensitive manner to individual employee expressing the wish to leave the organisation;

b) arrange contact with the employee directly or for HR to meet the employee within 48 hours of being aware of the employee’s wish to leave the organisation;

c) take every reasonable step to minimise attrition by encouraging would be leavers to reconsider their wish to terminate their employment with the organisation;

d) encourage staff to talk about and seek assistance as early as possible on matters of concern to them to prevent and minimise voluntary resignations;

e) seek ‘early’ assistance and positive intervention and support from HR including the Occupational Health Service and also from staff side and departmental employees’ representatives.

2.3
Human Resources Division

a) If required, arrange and facilitate contact within 48 hours with officers/employees expressing the wish to leave the organisation;

b) facilitate meaningful resolutions of matters of concern to individual employees;

c) gather, analyse and present exit monitoring statistics.

2.4
Departmental Management Teams

a) Receive and consider exit monitoring information on a reasonable timescale;

b) review working practices and policies which may impact on voluntary resignations or exit patterns, etc.

3.0
PROCESS:  EARLY INTERVENTION – THE SOONER THE BETTER BUT IT’S NEVER TOO LATE TO INTERVENE!

3.1
The line manager of the would-be leaver should arrange contact within 48 hours of finding out, either directly from the person concerned or indirectly and informally from other sources, including unorthodox sources, e.g. hearsay.  For example, a formal request for a job reference is a good indication to act upon.

3.2
The manager may contact their own line manager or/and chief officer and HR for advice and support either on policies and procedures or in meetings or/and addressing the needs of the individual would-be leavers.  

3.3
The meeting with the would-be leaver should take place within seven working days of finding out and it should be informal unless both parties agree otherwise.  The purpose of the meeting is to explore and seek a mutual understanding of the issues relevant to the employee’s decision to leave the Council, with a view to finding the right balance which allows the individual to withdraw their resignation but also meets the needs of the organisation. 

3.4
The manager should agree with the would-be leaver when and how to report back on what was discussed or/and agreed.  It is important that the would-be leaver is kept informed on what is being done to find a solution (the right balance) which is mutually acceptable to the individual and the organisation.

4.
OUTCOME – NOTHING RULED IN, NOTHING RULED OUT!

4.1
Each case will be examined on its merit and balanced against the service delivery and financial interests of the organisation.  

4.2
Be persuasive and imaginative in order to achieve the corporate goal of retaining good staff, especially good staff in ‘hard to recruit and retain’ posts for as long as possible.  It’s a price worth paying.  It may be a cliché but staff remain our greatest asset and the good performers are worth ‘fighting’ for.  

Charles Obazuaye

Head of Human Resources

25 May 2005
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