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Workforce Planning Group

Minutes 

17 October 2013
IN ATTENDANCE   

Neil James

London Borough of Barking & Dagenham
Vik Kapoor

London Borough of Brent
Louise Allen

London Borough of Enfield
Helena Krawczyk
Royal Borough of Greenwich

Bryan Sweetman
London Borough of Hammersmith & Fulham

Tessa Mapley

London Borough of Haringey

Mark Porter (Chair)
London Borough of Havering

Gail Owens

London Borough of Hounslow

Dhaneja RamAnanth
Royal Borough of Kensington & Chelsea

Nikita Dedhia

Royal Borough of Kingston upon Thames

Prakash Dhirubhai
London Borough of Redbridge

Debbie Williams
London Councils

APOLOGIES

Apologies were received from Meryl Wade and Daryl Elliot (Hackney), Nick Alcock (Hammersmith & Fulham), Christina Kyriacou (Haringey), Esther Sims (Harrow), Sue Turner (Islington), Jane Price (Kensington & Chelsea) and Ann Butler (Redbridge).
APPROVAL OF MINUTES

The minutes from the meeting held on 4 July 2013 were agreed.
MATTERS ARISING

London HR Metrics Service – Sub Group
Following the January meeting a small working group was set up to look at the data already captured and what further information we need to capture from the HR metric surveys.

Tessa informed colleagues that the feedback from colleagues in the sub-group has been very useful.

The Heads of HR have approved another draft of the HR Resources which Tessa will circulate to colleagues shortly for information/comments.

HARINGEY HR METRICS UPDATE AND INFINISTATS – TESSA MAPLEY, HARINGEY
Surveys completed so far in 2013 include:

· London Living Wage

· Terms and conditions (1st of the 2 annual surveys of T&Cs)

· Trade Union membership and facilities time

· Social Worker registration fees reimbursement (mini-survey)

· Human Capital Metrics

· Chief Officers’ Pay survey (initial results issued for/to 22 boroughs – final results to be issued by 11th October 2013)

· HR Outputs – new survey – draft results’ reports to be available by 11th October 2013.

Surveys coming soon

· Terms and Conditions survey (2nd of the 2 annual surveys) – questions are being added on Public Health – the survey will be sent out for completion by 11th October 2013. 

· Pay & Benefits survey – to be sent out early November – the new Social Worker profiles will be added. 

· HR Resources survey – the draft survey is attached – for consideration.

· Employee Engagement – a survey of key common questions from councils recent Staff Surveys is being researched/developed.
Website
The new website, InfiniStats.com went live this summer enabling councils to enter their data for the Human Capital Metrics and HR Outputs surveys online, edit and view data, and run their own branded results’ reports including:
· a full pdf report of all indicators with benchmarking charts and commentary – with the option to generate a report of your own selection of indicators; and

· individual benchmarking charts per indicator (with the option to select your own comparators) that can be copied into MS applications eg: Excel PowerPoint; and

· a scorecard of mean, median and range figures, the number of respondents and your own figures for each indicator (the mean and your own figures appear for the previous year where available); and

· The option to download the raw data in Excel or csv format.

The Chief Officers’ pay survey data will be added to the website and councils will be able to generate benchmarking charts of the pay data for any of the Chief Officer jobs, with the option to select your own comparators.
Epaycheck
Haringey Council is providing the Regional Administrator support for Epaycheck on behalf of London Councils. 

Eleven London boroughs have signed-up to use the Epaycheck service that provides pay benchmarking for job families. Superuser training was provided at Haringey in February 2013. Of the councils who have signed-up, ten have so far registered and been set up on the system enabling them to enter their pay data. A council must enter pay information for a minimum of 50 jobs before it can access the benchmarking data on the system and run reports. So far 2 London councils have loaded 50 jobs.

HR Metrics Timetable
Tessa tabled the attached HR metrics survey timetable for 2013-14.
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TERMS OF REFERENCE – group discussion
Those in attendance discussed the attached draft Terms of Reference for the network.  It was agreed that under ‘Aims’ the Chair adds a line about making the most of the systems we all have in place.   

Once the changes have been made the final version will be loaded on to the London Councils website.
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Vice-Chair
The Chair asked if any colleague would like to volunteer to be Vice-Chair of the group.  If anyone is interested in putting their name forward please contact Mark Porter or Debbie Williams.

On-line Forum

Colleagues discussed the possibility of having an on-line forum to keep in contact and exchange information in between network meetings.  
ACTION:    The following colleagues agreed to get information on forums:
· Louise Allen – LinkedIn

· Tessa Mapley – InfiniStats website

· Bryan Sweetman – LGA Workforce Planning group

· Mark Porter – other on-line sites

To be discussed further at the meeting on 23 January 2014.
IES WORKFOCE PLANNING ACTION LEARNING FEEDBACK – Tessa Mapley

Tessa recently attended an IES action learning set. Peter Reilly ran a session on people and performance which highlighted that organisations with good HR practices and policies in place have better productivity. The handout from this session is attached for information.
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The next action learning set is due to take place in November.  Tessa will share any information/slides with colleagues.
LONDON COUNCILS REPORT

.
2014 + NJC Pay and Terms and Conditions
Harry Honnor attended the Heads of HR meeting on 11 October, to gain feedback on the discussion paper that was recently circulated to chief executives and cc’d to GLEF members around the future scope and direction of the NJC negotiations and possible support options.  FYI, this item and discussion paper is on the AGM agenda of the National Association of Regional Employers’ (NARE) meeting on 24 & 25 October that the  GLPC Chair (Cllr Books – Greenwich)   will be attending with me in a supporting role.

On the 25th September the Heads of HR were sent documentation from UNISON
in response to the reform discussion document.  Highlighting the advice give on ‘ What should branches do? “Seek a meeting with your HR Manager to establish how/whether your council intends to use the [national employers’] document” and, “…make sure that sympathetic councillors receive a copy…”

The annual pay briefings for 2014 are expected to take place following the above NARE discussion.

London Living Wage
Please check that the attached summary is correct as it will be reported at the GLPC meeting on 26 November 2013.

· Summary of analysis (attached) shows:
18 authorities have now taken steps to ensure the LLW is paid
For 4 authorities it is not an issue due to their current pay and grading arrangements
4 are currently considering their position and 7 have no plans to implement it for 2013

· Seven London boroughs are recognised as accredited Living Wage employers with a further three also listed as ‘In the process of accreditation’.  
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 ‘Making it our Business’ – Commercial Skills Programme

Working in partnership with the North East Regional Employers’ Organisation and partly funded by the LGA, London Councils are piloting the above programme with interested London boroughs on a ‘first served’ basis.

Seven London boroughs (B&D, Greenwich, Havering, Harrow, Lewisham, Redbridge & Waltham Forest) have snapped up the 12 places offered. 

The 4 x ½ day programme, costing a total of £260 per delegate covers writing and presenting business cases, negotiating and marketing etc.  The programme will be split into two days one week and two days another (11/12 and 27/28 Nov.)  

Depending on feedback the programme will then be offered across London on a demand led full cost basis.
CELC 
Engagement/Leadership product

Colleagues were informed that the following workforce matters were being shared with the Chief Executives at their October CELC meeting being held today (17th October):

· London Leadership work, focusing on the web route map that was developed as a result of a CELC identified need. (wire frame page attached)

· Promotion of the internal jobs portal.

· Sharing the London Human Capital Metric score card and example pay bench marking for DSC.  The Chief Executives will be informed to contact their Workforce colleagues if they have any queries.
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ANY OTHER BUSINESS

Tessa highlighted the following to colleagues:

· Pay and Benefits Survey – this will be circulated shortly for completion.  It was agreed to retain the full list of job families rather than focus on a smaller set.


· Employee Engagement Survey – on the list to develop.  Aiming to find out what questions boroughs ask employees and use these in the survey.
ACTION:  Tessa to contact colleagues by email to explore further.


· NMDS - In addition to the training grant money Adults Services get, in 2013 there is an extra £46,558 (£59,058 including money for preparing in 2012-13)– for doing work including the NMDS return – a proportion of which is for doing the qualifications data (as it’s a new requirement). The details are on the following link:

https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/225310/Final_LASSL_13-14_new_burdens.pdf
· LAPS Survey – Colleagues may have noticed or been asked by their Chief Executive that HR metrics survey and LAPS results may differ slightly around areas such as sickness and BV11.   This is mainly due to LAPS survey results being undertaken by performance colleagues who are reporting sickness/BV11 at different times to us.    

Tessa will:
· Ask Mary-Ann Hester for a list of the contacts in boroughs who provide the LAPS data, with a view to letting the HR metrics survey service contacts know their LAPS data provider so they can co-ordinate their responses better.

· Contact the HR metrics survey service contacts at councils where the metrics and PAPS data does not match so they can investigate.

Workplace Mental Health Support Services
Neil James, Barking & Dagenham, promised to share the attached brochure with colleagues.
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ITEMS FOR FUTURE MEETINGS

The Chair asked colleagues what their ‘wants’ would be for future meetings.  The following were highlighted:
· Dashboards – ideas on how we can make them happen, take them to the next level.

· Workforce Planning – more time spent on this at meetings.

· What parameters colleagues are reporting on.
· Sharing of information and aligning how we measure information equally to get the benchmarking information needed.

· Job families - could we look at the job families list to ensure it enables the identification of whole job families (eg: all social workers including senior managers). The current list is unclear about how to allocate senior managers and this can lead to them not being picked up in their specific occupation-related job family   ACTION: Tessa Mapley/Helena Krawczyk agreed to be part of a sub-group to take this piece of work forward.



Colleagues were reminded that if anyone had any subjects they would like covered at future meetings and if anyone wanted to volunteer to give presentations.  If anyone has any ideas please email Debbie Williams.
DATE OF NEXT MEETING

23 January 2014 (10am-12.30pm) 

FUTURE DATES

15 May 2014 (10am-12.30pm)

3 July 2014 (10am-12.30pm)

16 October 2014 (10am-12.30pm)

�
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London Workforce Planning Network

Terms of reference


Purpose

To provide members with a trusted professional forum to share knowledge, experiences and practical ideas with regard to workforce planning and workforce information management which seek to build capacity and capability of our workforce and partner workforces delivering the best possible public service to our customers now and into the future.

Aim

· Share intelligence on matters of strategic importance to London local government workforce planning professionals.

· Space and support to share knowledge, experiences and ideas so members can learn from each other and identify opportunities for mutual benefit.

· external input that supports new ways of thinking whilst acting as a catalyst for identifying shared solutions, strategies or products etc. that contribute to the continued gains in efficiency and improvements across the workforce planning agenda.


Governance Arrangements

· Chair and Vice Chair will be elected from within the current membership every 2 years or as agreed by the network.


· The Head of the London Regional Employers’ Organisation will act as the secretary to the network.

Membership

All directly employed London borough leads for workforce planning or workforce information may attend as a member of this network.  They will be of appropriate seniority and have the authority to make decisions and contribute on behalf of their London borough.  

If on occasion a member cannot attend then they may nominate a suitable HR colleague to attend in their place, although any replacement must also be directly employed by the London borough.  Other representatives (such as those from external organisations) may attend individual meeting by invitation only and where there is a clear benefit to a significant number of London boroughs e.g. LGA workforce lead.  No information gained from the meetings is used for commercial gain or competitive practice that has a negative impact on any of the London boroughs.  The network will continue to operate on the basis of personal trust and professional integrity, working for the mutual benefit of London boroughs as a collective.


Roles and responsibilities of the group members

· Actively participate in a constructive manner at network meetings;  

· Offer a fair share of contributions to the agenda planning and meeting discussions and activities e.g. sharing borough experiences, ideas and actively participating in peer support;

· Commit to provide a fair share of borough resources (including key talent) to contribute and drive through agreed collaborative work streams; 

· Support the provision of data to enable benchmarking analysis that supports decisions;

· To cascade recommendations, information and progress where relevant and appropriate to other London Councils HR networks as well as within their home borough.

· To contribute to the activities within the strategic network’s delivery plan.


· To cascade recommendations, information and progress against the network’s delivery plan within their organisation.


· Coordinate with Heads of HR group


Role of the Chair and Vice Chair

· Contribute to the agenda planning process e.g. attend agenda planning meetings.

· As appropriate respond on behalf on the network to speaking requests, views etc.

Role of London Councils

· Provide relevant and timely updates on matters of strategic importance to the workforce that provides London local government services.

· Support any additional agreed collaborative work e.g. linking with other workforce planning networks e.g. IES, LGA and other HR Networks as well as providing more practical support in facilitating agenda setting and sending out meeting papers, providing a room etc. 


· Building and maintaining strong links with influential thought workforce development leaders (e.g. CIPD, IES, LGA PPMA, Work Foundation) and other partner organisations (e.g. NHS, GLA Group, Emergency services).

· Provide a wide range of ideas, materials and speakers to support the current and future workforce agenda.


· Support the maintenance and on-going development of the London HR Metric service that is jointly commissioned by the network. 

· Set the date of the four meetings each year well in advance 


· Distribute the agenda and notes of the meetings ensuring that decisions, recommendations and outstanding actions from previous meeting(s) are recorded for review


Meeting Format

· Meeting every quarter (approximately 4 times a year) normally held at London Councils offices.


· Expert speakers to provide new workforce planning and workforce information thinking during the year.

Project based task groups


Project based task groups will be created and resourced by nominations from the strategic network members, as required, to achieve the objectives of the collectively agreed delivery plan.


A network member will be nominated as the “lead officer”.  Project group contributors may be other network members or a nominee from their organisation.


Meetings Schedule 2013-14


All meetings will be held between 10am and 12.30pm at London Councils:


59 ½  Southwark Street, London SE1 0AL

17th October 2013 


23 January 2014  


15 May 2014 


3 July 2014 


16 October 2014 
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the institute for employment studies


The people and performance 
link: what’s the evidence?


Penny Tamkin


10 October 2013







Do people make a difference?







What kind of work?







High performance what is it?


� The human capital view “The knowledge, skills, competencies 
and attributes embodied in individuals that facilitate the 
creation of personal, social and economic well-being” - OECD


� The skills utilisation view “ensuring the most effective 
application of skills in the workplace” – Scottish Government.


� The employee engagement view “Engaged employees have a 
sense of personal attachment to their work and organisation; 
they are motivated and able to give of their best to help it 
succeed – and from that flows a series of tangible benefits for 
organisation and individual alike.” - MacLeod review


� The HPW view “… a general approach to managing organisations 
that aims to stimulate more effective employee involvement 
and commitment to achieve high levels of performance.” UKCES







Do people make a difference at work?


If there is a link between the people resource and 


performance then:


� Those who are most skilled should be more valued 


and do better in the labour market


� Firms with more skilled/engaged workers should do 


better


� Those organisations which are better managed 


should do better


� A firm/individual which increases their HC 


investment should subsequently have improved 


performance







Skills and reward…







Skills: the route to prosperity


21 24 27 30 33 36 39 42 45 48 51 54 57


AGE


Source: Cabinet Office, Getting On, Getting Ahead: A Discussion Paper: Analysing the Trends and Drivers of Social Mobility, 2008


Gross median annual earnings (£) by age for men, disaggregated by skill level, 1994–2006
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The highly skilled earn more


� Relationship between education, qualifications 


and salary/risk of unemployment (Greenhalgh & 


Stewart, 1987; Booth, 1991; Galinda-Rueda & Haskel; 


2005, Vignoles et al., 2008)


� Improvements in skills affect outcomes (Machin 


et al., 2001; Bynner et al., 2001)







Skills and performance…







Management practices research


� skills both in management and among the 


workforce in general = important difference 


between better managed firms and the rest. 


� 84 percent of managers and 25 percent of non 


management workforce educated to degree 


level or higher 


� Among lowest scoring firms, 54 percent of 


managers and 5 percent of wider workforce 


had degrees







Better management linked to skills 
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Managers with degree by country
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Better managed firms do better…







Correlation between HPWP and outcomes


� Employee involvement .39


� Delivery T&D .37


� Motivating staff .36


� Managing change .36


� Career opportunities .35


� Teamwork .33


� Ensuring job satisfaction .32


� Effective communication .31


� Leadership .31


� IR .28


Sung and Ashton; 2005, High Performance 
Work Practices: linking strategy and skills 
to performance outcomes, DTI.  







Management practices and performance







Average management scores
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Management in health sector
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Management practices and hospital 
performance


� Higher scores related to better clinical outcomes 


(lower mortality), shorter waiting times, better 


financial performance and higher staff satisfaction


� 1SD improvement in management associated with 


reduction in death rates from heart attacks of 16-17 


per cent


� Healthcare commission ratings rise with better 


management


� Borrill and West 2003 – sophistication of people 


management correlated with mortality







Improving practices…
Innovating work organisation







People and the Bottom Line


� if a business increases its investment by the 
equivalent of increasing its combined index score by 
one (around 10 per cent), this would equate to:


� an increase in gross profits per employee of between 
£1,083 and £1,568.


� an increase in operating profit per employee of 
between £1,139 and £1,284.


� an increase in profit margins per employee of between 
1.19 per cent and 3.66 per cent (ie the ratio of profit 
over sales).


� a 0.09 per cent increase in sales growth per employee.


� a 3.1 per cent increase in the probability of achieving 
sales from new technology







People and the bottom line (2)


if factors such as size, sector, previous 


performance and the strategic objectives of 


the firm are held constant – then better scores 


on the index (and therefore greater 


investment in people) are associated with 


better financial performance.







Innovating work organisation…
Innovating work organisation







How do innovations affect employee 
behaviours?


� Lean management, team working, employee 


wellbeing and employee involvement practices 


increase number of suggestions


� Job rotation and multi-skilling lead to flexibility 


and job enrichment raises understanding of 


organisational goals


� HPWPs encourage workers to share information, 


share and solve problems together 


� Lean production and job enrichment increase 


organisational commitment







How do innovations affect employee 
wellbeing and working conditions?


� Job enrichment, variety, job security, new skill 
development, increased trust and support, opportunities 
for challenge � job satisfaction


� Better working conditions/quality of working life through 
improved work organisation and health promotion 
initiatives


� Lean production, job enrichment and team cooperation 
� organisational commitment


� Some evidence of increased job strain – effects of lean 
management practices







How do innovations affect organisational 
performance?


� Lean management, flex working, team working, employee 


involvement � quality, efficiency and productivity 


� Team working, lean work systems, flexible working, 


employee involvement and work redesign � service 


quality improvement


� Mixed impact on employment levels – some positive effects 


in difficult economic context


� Team working, lean work systems and flexible working �


lower operational costs 


� Limited evidence of impact on profit margins – challenge 


of measurement







What factors help make innovations 
successful?


� Employee support: training focussed on skills AND 


attitudes


� Senior management commitment


● with corporate support in larger firms


� Organisational culture:


● focus of change on managing culture


� Social partner involvement and intensive 


communication







Overall conceptual framework
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Other frameworks…







The 4 A Model (Tamkin et al)
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People and Performance – Purcell et al
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People management, organisational 
effectiveness - Purcell and Kinnie (2007)
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High-involvement work systems – Boxall
and Macky (2009)


High-involvement HR 


system


- work practices: specific 


changes to types and levels of 


employee involvement


- employment practices: 


companion changes to employee 


recruitment and development 


practices and to participation 


and performance incentives


Related management 


actions/investments


- production technologies in use


- degree of product innovation
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the workforce group
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Shifting understanding


� Skills and training are strongly correlated with 


performance


� HR practices are strongly correlated with 


performance


� Employee engagement


● Role of interpretation by employees


● Non-negative practices eg fairness 


� Importance of the leader and line manager


� A ‘Big Idea’ Purcell et al 2003







…thank you


www.employment-studies.co.uk
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Human Capital Metrics - 2012/13


The total headcount of the 33 boroughs on 31st March 2013 was 98,227. Pay bill data (based on annual basic excluding on-costs) was provided by 26 boroughs totalling £2,195,969,277, at an average annual basic salary for these 26 boroughs of
£28,357. Workers' average age was 45.5, with the average % representation of 16-24 year-olds at 2.7%. An average of 7.84 days per employee were lost to sickness absence, a reduction from a peak of 11.2 days in 2003-04 (7.88 days in 2011-12).
The female to male ratio was roughly 62:38 with an average of 47.5% of the top 5% of earners being women. The white to BAME ratio was 64:36 with an average of only 14.6% of the top 5% of earners being BAME. The average number of
redundancies in 2012/13 was 74 per council compared with an average number of resignations of 190. Average turnover was 13.57%, resignation-turnover was 6.34%.


  London 2011/12 Mean London 2011/12 Median London Mean London Median               Range of Responses No. Responses (2012/13)


 


Direct Employment


Pay bill (exc. on-costs) (£) -- -- 84,460,356.82 78,889,924.00 41,470,870.00 141,172,239.00 26


Headcount 3,110.44 2,980 2,976.58 2,814 1,523 5,419 33


Full time equivalent 2,711.51 2,553.7 2,611.39 2,427.73 1,322 4,586 33


 


Age


16 to 24 (%) 3.03 2.56 2.68 2.54 0.86 5.61 33


25 to 39 (%) 28.84 28.74 28.5 28.06 20.15 37.03 33


40 to 49 (%) 30.32 30 29.42 29.6 24.58 33.43 33


50 to 64 (%) 36.03 36.01 37.31 37.11 29.68 44.6 33


65 and older (%) 1.75 1.46 2.18 1.95 0.79 4.37 33


Not known (%) 0.05 0 0 0 0 0.03 33


Average age of workforce 43.61 45 45.51 45.5 42 49 33


 


Gender


Male (%) 37.21 37.17 37.67 37.29 26.94 60.28 33


Female (%) 62.79 62.83 62.33 62.71 39.72 73.06 33


Not known (%) 0.04 0 0.03 0 0 0.9 33


Percentage of top 5% earners: female (%) 47.85 49.81 47.45 47.8 24.4 59.5 33


 


Ethnicity


BAME (%) 35.75 36.6 35.67 37.26 7.88 61.2 33


Asian (incl. Chinese) (%) 10.59 7.42 10.67 7.6 2.48 30.11 33


Black (%) 20.38 18.18 20.39 19.01 3.89 46.94 33


Mixed (%) 2.64 2.53 2.75 2.6 0.76 4.52 33


White (%) 64.25 63.4 64.33 62.74 38.8 92.12 33


Other (%) 2.13 1.29 1.85 1.19 0 7.71 33


Not known (%) 5.16 3.52 8.03 6.05 0 65.46 33


Percentage of top 5% earners: BAME (%) 14.67 14.35 14.59 14.96 5 28.5 33


 


Disability


Percentage of staff declaring a disability (%) 5.2 4.55 5.08 4.6 2.15 9.2 33


Percentage of top 5% earners who are disabled (%) 4.66 3.85 4.09 3.57 0 20 33
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Human Capital Metrics - 2012/13


  London 2011/12 Mean London 2011/12 Median London Mean London Median               Range of Responses No. Responses (2012/13)


Length of service


Less than 1 year (%) 6.48 5.87 7.6 7.43 0.58 15.56 33


1 - < 2 years (%) 6.82 6.39 5.8 5.47 3.79 9.25 33


2 - < 3 years (%) 8.21 7.71 5.83 5.08 2.89 15.83 33


3 - < 5 years (%) 14.15 14.41 13.86 13.46 5.39 19.79 33


5 - < 10 years (%) 27.8 28.34 28.1 27.72 22.04 34.04 33


10 - < 15 years (%) 13.73 14.44 16.45 16.81 9.45 20.51 33


15 - < 20 years (%) 7.18 6.81 7.45 7.32 4.48 9.41 33


20+ years (%) 15.64 15.11 15.01 14.69 10.03 25.63 33


 


Sickness Absence


Percentage of staff who had sickness in period (%) -- -- 57.66 59.61 43.95 72.71 31


Back problems (%) -- -- 7.13 6.59 0 17.51 32


Other musculo-skeletal problems (%) -- -- 10.94 10.17 0 28.24 32


Medical conditions (%) -- -- 22.33 26.57 0 47.58 32


Minor conditions (%) -- -- 20.01 20.15 0 41.14 32


Stress/depression/fatigue (%) -- -- 15.07 15.14 7.2 23.74 32


Other reason (%) -- -- 17.64 16.11 0 63.1 32


Reason not recorded (%) -- -- 6.87 5.48 0 45.91 32


Average number of days lost per employee 7.88 7.9 7.84 7.9 4.6 9.8 33


Average days lost per employee to short term sickness -- -- 3.56 3.59 2 4.57 28


Average days lost per employee to long term sickness -- -- 4.18 4.3 1.92 6.1 28


Cost of sickness absence (£) 1,899,143.04 1,457,464.5 2,398,116.04 2,075,450.50 716,964.00 5,181,526.00 26


Occupational health referrals -- -- 530 456 70 1,375 26


 


Agency and temporary staff


Agency FTE (%) -- -- 11.99 12.14 0.38 24.67 30


Temporary staff headcount rate (excl. casuals) (%) -- -- 4.82 3.94 0.89 19.49 27


Temporary staff FTE rate (excl. casuals) (%) -- -- 4.22 3.07 0.94 15.74 27


Cost of agency workers (£) 11,240,209.68 8,960,000 13,738,254.11 13,485,332.00 5,126,186.00 26,249,000.00 27


 


Leavers


Turnover - all (%) 15.45 14.46 13.57 12.2 6.61 28.47 32


Turnover - resignations (%) 5.1 5.05 6.34 6.01 3.07 16.29 32


Retirements (%) 10.54 9.19 9.54 8.61 2.23 19.61 33


Dismissals (%) 4.28 3.27 4.42 3.92 0.94 11.11 33


Redundancies (%) 34.05 37.12 17.74 17.99 4.91 38.03 33


Transfers (%) 6.11 3.74 10.72 7.98 0 35.3 33


Others (%) 10.18 7.7 9.57 7.04 0 46.44 33


Leavers with < one year's service (%) -- -- 11.46 10.86 1.29 30.58 29
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Notes - 2013 Human Capital Metrics survey Results' Scorecard


All metrics exclude schools' employees.


All metrics (except the metrics covering temporary staff) exclude temporary employees with less than 1 year's service.


Pay bill (total annual basic as at 31st March) - this is the total annual basic pay of all staff that councils have included in their staff numbers metrics. Part-timers' annual basic is pro-rata to their hours. EG: a 0.5 FTE part-timer's annual basic is 0.5 of the
full-time rate for the job. On-costs are not included.


Under leavers, the turnover figures are a % of average headcount. The other leavers' categories shown are as a % of the total leavers.


The majority of the 2013 Human Capital Metrics questions remain unchanged since 2012. Comparable results from the 2012 survey are included on the scorecard for all of the pre-existing metrics.


Some of the metrics were new in 2013. Where a minimum of 12 councils have provided their 2012 data for a new metric, the scorecard will include a London mean figure for 2012.


Councils are responsible for their own data of which they retain ownership. Draft results' reports were issued and councils were asked to validate their data. Extreme and anomalous responses were referred back to councils for amendment or an
explanatory comment if not to be amended.


For example:


 - the extreme value of an average of 4.6 days lost due to sickness absence was queried and confirmed by the council concerned which provided a note explaining it is currently introducing a new absence management system which will improve the
accuracy of this figure as historically they have not had an online system for recording sickness absence data.


 - the extreme values of zero for days lost due to some categories of absence, and for some leaver categories were checked with the councils concerned who confirmed their systems did not record by the category concerned and they could not map their
data to it. For example several councils were unable to provide the numbers of days lost due to absence caused by "medical conditions" and "minor conditions" as these reasons are not set up on their reporting systems and they were unable to map their
sickness reasons to them. In all such cases these days were apportioned to the sickness reason "other".


 - although 32 of the London boroughs employ mostly women, one authority employs mostly men (60.28%)


 - the range of the top 5% of earners with a disability has an exceptionally wide range  (0 to 20%) due to the relatively small sample size.


NB: in light of the difficulties on mapping days lost due to sickness to "minor conditions" and "medical conditions" the Intelligence and Workforce Planning Group will review the sickness reasons to be used in next year's survey.


Work will continue to encourage councils to ensure they provide "good" data in responses to survey requests. This will include on-going support and from the survey service to its users, discussions at and presentations to the Intelligence and Workforce
Planning meetings at London Councils (Chaired by Mark Porter of Havering Council) as well as input and support from the new Survey Service Head of HR lead officer, Jon Turner - (Head of HR at Harrow Council).
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		HCM		HR Outputs		CO Pay & Bens		T&Cs (Autumn)		HR Outputs		CO Pay & Bens		T&Cs (Autumn)						T&Cs (Autumn)		Pay & Bens				Pay & Bens				Emp Eng tba		Pay & Bens		Emp Eng tba				LLW						LLW		T&Cs (Spring)				T&Cs (Spring)		HR Resources tba				HCM		HR Resources tba				HCM		HR Outputs				HCM		HR Outputs		CO Pay & Bens		HR Outputs		CO Pay & Bens				CO Pay & Bens				T&Cs (Autumn)		T&Cs (Autumn)						T&Cs (Autumn)		Pay & Bens				Pay & Bens.........



		Key:																				List of surveys and type of results' outputs:

				With councils																				Human Capital Metrics - Detailed PDF report per council, PDF scorecard per council, charts online (downloadable to PowerPoint) & raw data export.

				With Tessa																				HR Outputs - Detailed PDF report per council, PDF scorecard per council, charts online (downloadable to PowerPoint) & raw data export.

				Tessa A/L																				HR Resources - question-set not yet agreed. Dates in 2013 tba - dates proposed for 2014 - Late April to May 2014.

				Results live/issued																				Chief Officers' Pay - Excel spreadsheet of all responses with a mean/median calculator. Charts on website.

																								Pay & Benefits - Excel spreadsheet of all results. Charts on the website.

				Website surveys																				Employee Engagement survey - proposed as part of 2012 audit recommendations - to be developed & conducted December 2103 to January 2014.

				Surveys tba																				London Living Wage - results provided in Excel.

				Excel surveys																				T&Cs  - Currently twice a year - Autumn and Spring - results provided in Excel.

																								Trade Union Membership - currently every two years - next survey March/April 2015 - results provided in Excel



																						All results' dates depend on councils providing data by the deadline & responding to requests to clarify/update/confirm their data. Dates may change.
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