Human Resources Risk Management 

What is Risk Management? 

Risk Management is a planned systematic approach, to identify, analyse, control and monitor hazards and opportunities. It is a fundamental aspect of good management. 

There are three important issues that should be noted 

· Risk Management is everyone’s business

· Risk Management is part of business as usual

· The process of managing risk is logical and systematic and should become a habit

How does it relate to Human Resources?

Human Resources are responsible for the creation, implementation and enforcement of policies that control the behaviour and responsibilities of the Councils workforce.  Risks can be separated into two types. 

Strategic Risks are those to be taken into account in judgements about medium and long-term goals. For example, in attempting to change how the Council operates and how managers manage, one risk might be resistance to change or loss of morale amongst staff generally. 

Operational risks are those which managers and staff will encounter in the daily course of their work. An example of this would be if we failed to operate CRB checks effectively, there is a risk to clients. 

Who is responsible for Risk Management in Human Resources 

The first of the three main issues set out above is self-explanatory - Risk Management is everyone’s business. All staff should be aware of the risks associated with their own areas of responsibility. 

What are the Key HR Risks for the Organisation 

The following risks have been scored in accordance with the Corporate Risk Management Toolkit. Risks are assessed in terms of the Councils reputation, service provision and financial impact. This score is multiplied by the perceived likelihood to arrive at an overall Risk Score \ Index. 

	Risk Description 
	Reputation

/ Political
	Service Provision
	Financial 
	Likelihood
	Risk Score

	The Council cannot retain key staff to provide an effective service to meet its objectives 
	-2
	-2
	-3
	5
	-35

	The Council is unable to recruit staff of the required quality to enable it to meet objectives 
	-2
	-2
	-3
	5
	-35

	Reorganisations and / or Partnership arrangements resulting from Central Govt. initiatives have an adverse effect on the organisation and its ability to provide effective services 
	-1
	-3
	-3
	3
	-21

	Changes to legislation \ political perspective \ leadership result in unclear priorities and failed initiatives (departmental v corporate, strategic v operational) 
	-2
	-1
	-2
	3
	-15

	Poor record keeping on HR Systems result in major high profile incident 
	-2
	-1
	-2
	3
	-15

	Lack of training \ confidence \ understanding of decision making process results in managers unable to make decisions effectively \ unwilling to take any risks
	-1
	-1
	0
	3
	-6

	Lack of consistent modern policies and procedures result in an Merton being labelled as ineffective \ poor Council
	-4
	-1
	0
	3
	-15

	Poor Relationships with Trades Unions results in increased risk of industrial action 
	-5
	-3
	-3
	2
	-22

	Changes in culture and legislation result in increasing costs in Employment Tribunals 
	-2
	-1
	-3
	4
	-24

	Failure to mange implementation of Single Status effectively resulting in additional costs, uncompetitive service provision, transfer of resources from areas of greater need 
	-4
	-4
	-3
	3
	-36

	Failure of EDNA project due to insufficient planning or training resources 
	-2
	-2
	-3
	4
	-28

	Lack of training in respect of budget management result in major Council overspend 
	-3
	-3
	-5
	1
	-22

	Total computer failure resulting in unable to recruit, pay salaries etc
	-4
	-2
	-2
	1
	-8

	Training & development resources and delivery do not meet Organisational or Individual Development aspirations
	-1
	-2
	-2
	5
	-25


How does this relate to the HR Strategy \ Action Plan? 

Once risks are identified, each risk should be assessed and an action plan produced that demonstrates how the risk will be managed. For the purposes of HR, all of the above will be addressed as part of the HR Strategy / Action Plan document. 

