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Workforce Planning Group

Minutes 

19 January 2012
IN ATTENDANCE   

Adrian Molloy (Chair)

London Borough of Barking & Dagenham

Vik Kapoor


London Borough of Brent

Alison Sadick


London Borough of Croydon

David Meader


London Borough of Hackney

Bryan Sweetman

London Borough of Hammersmith & Fulham

Steve Davies


London Borough of Haringey

Jane Price


Royal Borough of Kensington & Chelsea

Jackie Stirling


London Borough of Lewisham

Elaine Hattam


London Borough of Lewisham

Ian Stedman


London Borough of Richmond

Tessa Mapley


London Borough of Waltham Forest

Selena Lansley

London Councils

Debbie Williams

London Councils

APOLOGIES

Apologies were received from Lorraine Barlow (Bexley), Jon Cranfield (Camden), Meryl Wade (Hackney), Lesley Clarke and Esther Sims (Harrow), Colin Hooker (Havering), Elena Russell (Hillingdon) and Frances Smorti and Nicky Johnson (City of London)
APPROVAL OF MINUTES

The minutes from the meeting held on 18 September 2011 were agreed.

MATTERS ARISING

The Chair introduced Simon Pannell’s replacement, Selena Lansley to colleagues.  Selena officially starts her new role as Head of Employment on 27 February 2012.
There were no further matters arising from the minutes of the 18 September 2011.
PRESENTATION:  Report back on Tri-borough implementation of the first work stream – John O’Rourke, Hammersmith & Fulham
John’s presentation covered the following: 

· Context
· Making the savings

· Where are we now?

· Lessons learnt so far

· Retaining sovereignty

· Tri borough HR issues

· HR itself?

· Three top tips

A copy of the presentation is attached.


[image: image1.emf]Adobe Acrobat  Document


PRESENTATION:  Workforce reporting to meet the Equality Standard – Steve Davies, Haringey
Steve’s presentation covered the following:

· Overview
· Equality duty – reporting requirements
· Information to be published 

· Haringey – Employment Profile – outline of sections
- common data/useful information
- a diverse workforce – ethnicity, gender/part-time, age, disability
- recruitment and retention – turnover, training and other information
- people management – sickness and other information
-pay

· Meeting the equality standard

A copy of the presentation and the Haringey Employment Profile are attached.
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PRESENTATION: Oracle Project Update – Adrian Molloy, Barking & Dagenham
Adrian’s presentation covered the following:
· HR systems in London
· Payroll systems in London

· The benefits of working together

· Where are we in the R12 project?

A copy of the presentation is attached.
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LONDON COUNCILS REPORT

Changes within the Regional Employer Team

The team is now down to two posts.  Peter Thomas (Employment Research Manager) took early retirement and has not been replaced.  Simon Pannell has now moved to the LGA.  Simon’s replacement Selena Lansley does not start formally until the end of February.  Debbie Williams will continue to provide support.
London Living Wage

Until the May 2010 increase in the LLW, all the pay points on the London pay spines were above the LLW.   The lack of increase in the pay spines for 2010/11 meant that spine point 4 in outer London dropped below by 2p an hour.  The May 2011 increase to £8.30 an hour, combined with the lack of any increase in the pay spines for 2011/12 means that employees on spine points 2-5 (inner) and 4-7 (outer) will now be below the LLW rate.  Where authorities apply a 35 hour standard working week the highest of these points in both inner and outer London is taken above the threshold.  

The unions put this issue on the agenda for the Greater London Provincial Council with a specific request that the employers agree to increase all spine point to the level of the Living Wage.  The Employers’ Side indicated to the unions that its preference was to deal with this matter at authority level. However they did agree to gather and share information on the approach being taken by individual authorities

That information shows the following:

· 11 authorities have take steps to ensure the LLW is paid (with a recommendation that school governing bodies apply it

· For 4 authorities it is not an issue due to their current pay and grading arrangements

· 4 more will consider their position shortly

· 14 have no plans to implement it

Reviews of Conditions of Service
An updated version of the table that identifies issues being considered was circulated at the start of January.  During the course of 2011 it is clear that there was a significant level of backing-off by authorities on changes to Part 2 provisions


London Councils’ HR Metrics and Survey Work

.

As a result of the reduction in the resources of the regional employer and in particular the deletion of the Employment Research Manager post, London Councils can no longer directly provide the range of major annual employment surveys.  Subject to sufficient buy-in from local authorities, the London Borough of Haringey will continue to provide this service.  A small board containing authority representatives, Haringey, London Councils and the Institute for Employment Studies will manage this activity.

A copy of Haringey’s proposal to the Heads of HR is attached for information.
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Olympics and Paralympics 2012

The results of the latest survey on authorities’ responses to HR/workforce issues were sent to authorities at the end of December.   
Workforce Projects - Reward Management
Two reward management projects are being funded using residual funding from Capital Ambition.  Namely:  
· Barking & Dagenham - employee value proposition; contact Martin Rayson
· Haringey - employment charter; contact Steve Davies
ANY OTHER BUSINESS

The Chair reminded colleagues 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.

The Chair informed colleagues that this will be last meeting of the Workforce Planning Group that he will be attending as he is due to take early retirement at the end of March 2012.  Colleagues thank Adrian for his input to the group and the support he has given over the years.
Items for future agenda

National Minimum Data Set Requirements – Tessa Mapley, Waltham Forest
Update on Oracle Project - Heather McKenzie (suggested by Adrian Molloy)
Job Families – setting up of approaches to job families
Management of Sickness in London – reasons for absence

Feedback from Ealing Staff Survey – Polly Hicks
DATE OF NEXT MEETING

17 May 2012 (10-12.30pm)
Presentation: Demonstration from Oracle on there Human Capital Metrics software 

Future Meetings

26 July 2012 (10am-12.30pm)

17 October 2012 (10am-12.30pm)
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Workforce Reporting 
to meet the Equality 


standard


Steve Davies, Head of HR
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Overview


• The Equality Act 2010 – Information 
requirements  


• Haringey Employment Profile
• Where it meets the Equality standards  
• Questions 
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• General duty to: 
– eliminate discrimination, harassment and 


victimisation
- advance equality of opportunity
- foster good relations


• Bodies must publish sufficient information to 
demonstrate they have complied with the general 
duty


• It is likely you will want to report an equality profile, at 
different grades or levels to understand issues


Equality duty - reporting requirements
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•the race, disability, gender and age distribution of 
your workforce
•an indication of likely representation on sexual 
orientation and religion and belief, provided that no-
one can be identified as a result
•an indication of any issues for transsexual staff, 
based on your engagement with transsexual staff 
or voluntary groups 
•gender pay gap information
•grievance and dismissal information


Information to be published (1) –
the Commission would expect to see
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•return to work rates after maternity leave
•success rates of job applicants
•take-up of training opportunities 
•applications for promotion and success rates
•applications for flexible working and success rates
•other reasons for termination like redundancy and 
retirement
•length of service/time on pay grade


• pay gap for other protected groups. 


Information to be published (2) –
Also useful to have broken down info on 
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• Workforce change – including redundancy breakdown
• A Diverse Workforce – ethnicity, sex (gender) and 


part time distribution, age, disability
• Recruitment & Retention – turnover, length of 


service, promotions, training, maternity retention, 
new starters


• People Management – sickness, grievance/ 
harassment, disciplinary and suspensions


• Pay – Equal pay, senior pay (to meet accounts & 
audit regulations)


Haringey – Employment Profile -
outline of sections
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• Data commonly broken down into Grade Bands 
SC1 - SC5    £14,697 - £23,277   (spread £8,580)
SC6 - SO2    £23,970 - £30,390   (£6,420)
PO1 - PO3    £29,601 - £36,306   (£6,705)
PO4 - PO7    £36,306 - £47,235   (£10,929)
PO8+            £48,501+


• Data broken down into directorates (departments)


• We also hold job family data which has proven useful in 
showing the degree of workforce change


Employment Profile – common data 
and useful additional info
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A diverse workforce – ethnicity
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A diverse workforce – gender/ part time
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A diverse workforce – age 
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A diverse workforce – disability 
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Recruitment & retention - turnover 
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Recruitment & retention - training 
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Tables on 
• Length of service
• Promotion rates
• Maternity retention
• New starters, including new starters by job family


Recruitment & Retention – other info 
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People management – sickness (1) 
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People management – sickness (2) 
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Tables on 
• Grievance and Harassment cases
• Disciplinary cases 
• Disciplinary suspensions


People management – other info 
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Tables on 
• Equal pay – grade band and grade by gender 
• Senior pay in line with Accounts & Audit regulations 


Pay – tables 
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Meeting the equality standard (1) 


Grievance and 
harassment info.  
Disciplinary infoMetGrievance and dismissal


Equal pay infoMetGender pay gap information


Insufficient workforce 
infoNot met


An indication of likely representation on sexual 
orientation and religion and belief, provided that 
no-one can be identified as a result


For all workforceMet
The race, disability, gender and age distribution 
of your workforce


Grade bands, 
directoratesMet 


It is likely you will want to report an equality 
profile, at different grades or levels to 
understand issues


How
Met/  
Part metEquality standard
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Meeting the equality standard (2) 


Not metPay gap for other protected groups.


Length of service info MetLength of service/time on pay grade


Redundancy info broken 
downMet


Other reasons for termination like redundancy 
and retirement


Not met
Applications for flexible working and success 
rates


Promotion info for 2 
yearsMetApplications for promotion and success rates


Training data for 2 yearsMetTake-up of training opportunities 


New starter info onlyPart metSuccess rates of job applicants


Maternity info over 2 
yearsMetReturn to work rates after maternity leave


How
Met/  
Part metEquality standard
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Questions  


Thank you 
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Re-thinking Haringey 







IIInnntttrrroooddduuuccctttiiiooonnn   
 
The Haringey employment profile gives an overview of the organisation’s workforce over the last 15 months up 
to June 2011. It provides detail of the significant changes the Council has undergone during this period in 
terms of budget reductions, restructuring and redundancies as well as reporting on a number of work related 
themes within the organisation inclusive of the various diversity strands such as disability, gender, ethnicity 
and age. 
 
The profile continues to enable the organisation to understand trends and to practice, review and implement 
policy where necessary. It also contributes towards our understanding of the impact of people management 
practices on employees and enables the Council to fulfil it’s obligations under the Equality Act 2010. 
   
The data illustrated in this report has been retrieved from the SAP system and is based on all Haringey 
Council employees except for casual/sessional staff.  Schools are shown separately.  Some data may be 
based on different date periods, the majority will be based on rolling year Jul10-Jun11 or as at June 2011 and 
where different the dates will be specified.    
 
 
 


Directorate key 


Directorate Code 


Adult & Community Housing AS 


Children & Young People’s Service C 


Children Schools  C-S 


Chief Executive Service CE 


Corporate Resources CR 


Public Health PH 


Place & Sustainability PS 


Haringey HGY 


Haringey Including Schools HGY INC C-S 
 
 
 
 
 
 
 
 







TTThhheee   CCCooouuunnnccciiilll   EEEmmmpppllloooyyymmmeeennnttt   PPPrrrooofffiiillleee   aaattt   aaa   GGGlllaaannnccceee………   
 


HHHeeeaaadddcccooouuunnnttt   
 


Directorate headcount


980
829


249


530


6


1272


0
200
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AS C CE CR PH PS


HGY Total: 3866 


 
   


WWWhhhiiittteee   aaannnddd   BBB   AAA   MMM   EEE   
 


Ethnicity comparison by directorate (%) 


Directorate B A M E White White 
Minorities 


AS 67.2 19.0 13.2 


C 47.4 31.0 19.2 


CE 34.1 43.0 22.9 


CR 50.2 28.7 19.8 


PH 33.3 66.7 0.0 


PS 56.0 28.5 13.9 


HGY 54.8 27.6 16.2 


C-S 34.1 40.2 19.7 


HGY INC C-S 43.5 34.5 18.1 
 


% Ethnic distribution


0.0
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AS C CE CR PH PS HGY


%


B A M E
White
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TTThhheee   CCCooouuunnnccciiilll   EEEmmmpppllloooyyymmmeeennnttt   PPPrrrooofffiiillleee   aaattt   aaa   GGGlllaaannnccceee………   
 


GGGeeennndddeeerrr   aaannnddd   PPPaaarrrttt---tttiiimmmeee   BBBrrreeeaaakkkdddooowwwnnn   
 
 


Gender and part-time breakdown by directorate (%) 


Directorate Male PT Male Female PT Female 
AS 27.1 2.8 72.9 24.8 


C 19.1 2.8 80.9 21.7 


CE 34.3 1.3 65.7 11.2 


CR 37.2 1.9 62.8 15.7 


PH 50.0 0.0 50.0 16.7 


PS 40.3 9.6 59.7 38.9 


HGY 31.8 4.8 68.2 26.5 


C-S 19.0 5.8 81.0 52.0 


HGY INC C-S 24.9 5.4 75.1 40.3 
 


                        


Gender breakdown


68%


32%


Male Female


Male & female part-timers


15%


85%


Part-time males


Part-time females


   







TTThhheee   CCCooouuunnnccciiilll   EEEmmmpppllloooyyymmmeeennnttt   PPPrrrooofffiiillleee   aaattt   aaa   GGGlllaaannnccceee………   
 


AAAgggeee   SSSuuummmmmmaaarrryyy   
 
 


Age summary by directorate 


Directorate % 
<25 


% 
55+ 


Ave. 
Age 


AS 1.4 20.5 46 
C 1.6 15.7 44 


CE 0.8 13.7 44 
CR 0.4 14.3 42 
PH 0.0 0.0 41 
PS 3.2 23.1 46 


HGY 1.9 19.0 45 
C-S 3.5 15.7 43 


HGY INC C-S 2.8 17.2 44 
 
 


 
% Staff over 55+


20.5
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13.7 14.3
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SSSiiiccckkknnneeessssss   AAAbbbssseeennnccceee   
 


Average sickness days by directorate 


Directorate Average Days 


AS 9.70 
C 7.71 


CE 4.54 
CR 6.87 
PH 11.09 
PS 8.83 


HGY 8.23 
C-S 7.05 


HGY Target 8.00 
 


Average days sick by directorate


9.70


7.71


11.09


8.23 8.00


4.54


8.83
6.87
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2.00


4.00
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8.00
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AS C CE CR PH PS HGY HGY
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EEEmmmpppllloooyyymmmeeennnttt   PPPrrrooofffiiillleee   
   
CCCooonnnttteeennntttsss      
   


Section Topic Page 
One Workforce Change  


 • Summary 5-6 
 • Council Organisation Charts Pre & Post Change 8-9 
 • Workforce Comparison Pre & Post Change 10-15 
 • Redundancies 16-19 
 • Workforce Profile 20-23 


Two A Diverse Workforce  
 • Summary 24-25 
 • Ethnic Breakdown 26-28 
 • Gender & Part Time Distribution 29-30 
 • Age Analysis 31-35 
 • Disability 36-37 


Three Recruitment & Retention  
 • Summary 38-40 
 • Turnover 41-46 
 • Length of Service 47 
 • Promotions 48-50 
 • Training 51-54 
 • Maternity Retention 55 
 • New Starters 56-57 


Four People Management  
 • Summary 58-59 
 • Sickness Absence 60-64 
 • Grievance/Harassment Staff Profile  65-66 
 • Disciplinary Staff Profile 67-69 
 • Suspensions 70 


Five Pay  
 • Summary 71 
 • Equal Pay 72 
 • Senior Pay 73-75 


Six Appendices  
 • Appendix A – Salary Information 76 
 • Appendix B – Leaving Reason Groupings 76 
 • Appendix C – Ethnic Groups 76 
 • Appendix D – Equalities Impact Tables 77-78 
 • Appendix E – HR Metrics Team 79 
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SSSeeeccctttiiiooonnn   OOOnnneee   –––   WWWooorrrkkkfffooorrrccceee   CCChhhaaannngggeee   
   
SSSuuummmmmmaaarrryyy   
 
 
Workforce Changes 
 
As a result of the coalition government’s public sector spending review the Council has to reduce budget 
expenditure by more than £80m over the financial period 2011 – 2014.  This budget reduction was front loaded 
so that approx £41m of saving had to be achieved in the first year 2011/12.   
 
This has led the Council to rethink the delivery of it’s services over the next couple of years.  In order to meet 
the challenging timetable in year 1 (2011/12) of achieving the budget cuts the Council determined to largely 
retain the same organisational shape with a smaller workforce.   
 
As a result of the changes the size and shape of the Council’s workforce has changed significantly over the 
last 12 months.  The employee headcount has reduced by more than 800 staff (821) over the last 12 months 
from 4687 to 3866.  
 
There have been large reductions in support service staff including HR, ICT, committees, policy & project, 
performance, procurement and admin staff. 
 
Also due to the cuts in government grant funding there have been large reductions in the number of centrally 
employed teachers, youth workers, social work assistants, playworkers and early years staff. 
 
We have also reduced the agency workforce significantly by over 350 full time equivalent staff from 685 to 
327.   The cost of the agency staff has reduced from £2.4m per month to just over £1m per month.  
 
In total therefore the Council workforce has reduced by over 1000 full time equivalent staff, a reduction of 23%.  
 
Part of the aim of ‘Rethinking Haringey’ was to reduce the proportion of support services to resident delivery 
services.  Before the restructure this ratio stood at 30% support, 70% resident delivery.  The Support 
Functions Review programme and the service restructures have successfully delivered a change in this ratio 
which now stands at 19% support and 81% resident delivery.  
 
The bulk of staff reductions have been achieved through a redundancy programme.  604 staff have been 
made redundant over the last few months.  Of these, 70% expressed an interest in leaving under redundancy 
terms but they were only released if a job was being deleted and therefore they were effectively compulsory 
redundant.  The total cost of these redundancies was £14.2m including compensation to the pension fund for 
early retirements of staff aged 55 years and over.  This is against a salary saving of £22.4m.  There are still in 
the region of a further 150 staff to go this year in a number of services but mainly within Adult Services (approx 
120), at a cost of approx £4m.   
 
Of these redundancies 48% were from Black, Asian and Minority Ethnic (BAME) backgrounds, compared to a 
Council profile of 55%.  51% were White compared to 44% in the Council.  70% of redundancies were over 45 
years old compared to 55% in the Council.  This might be expected given that older workers would have 
longer service and so are more likely to volunteer because they would get better compensation than a younger 
worker.  The number of women made redundant was proportional to the workforce.  However, double to the 
number of disabled people (14%) were made redundant compared to the workforce (7%) and this is something 
that will need to be monitored more closely in the next round of cuts in 2012.  
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SSSeeeccctttiiiooonnn   OOOnnneee   –––   WWWooorrrkkkfffooorrrccceee   CCChhhaaannngggeee   
   
SSSuuummmmmmaaarrryyy   (((cccooonnntttiiinnnuuueeeddd)))   
 
 
To support people affected by this change we developed the supporting change programme, a comprehensive 
change management programme that provided a range of workshops, online activities and tools, advice 
sessions, information updates, redundancy and pensions calculators to help people through the changes.  The 
programme proved very popular with over 900 staff attending sessions/workshops.  The most popular 
workshops were CV and Interview skills (over 340 attendees) and ‘What to consider if you want to start a 
business’ (over 200 attendees).   
 
There will be further savings to make next year.  In the region of £20m needs to be saved next year and of this 
it has been estimated approx £10m is staffing related.  On the basis of the current savings programme we 
estimate that a further 200 full time equivalent staff will need to be cut.  The same level of saving is likely to be 
required in 2013. 
 
The focus for the council must therefore be on providing essential services only and make sure these are done 
well.  We will not be in a position to afford to provide additional or non essential services.   
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SSSeeeccctttiiiooonnn   OOOnnneee   –––   WWWooorrrkkkfffooorrrccceee   CCChhhaaannngggeee   
               
CCCooouuunnnccciiilll   SSStttrrruuuccctttuuurrreee   MMMaaarrrccchhh   222000111000   
 
  


 
 
 
 


Haringey Council
 


Staff: 4687  FTE: 4058
Agency FTE: 685  


Adults Services 
 
 


Adult Services 
Leisure Centres 
Parks, Libraries 
Adult Learning 


Museums 
 
 
 


Staff: 1350  FTE: 1169
Agency FTE: 130  


Children & Young 
Peoples Service 


 
Children & Fam – 


Social Work 
Childrens Networks 


School Catering 
Escorts 


Build Schools Future
School Standards 


 
Staff: 1428  FTE: 1144


Agency FTE: 250 


Corporate 
Resources 


 
Benefits & Local Tax
Finance & Procure 
IT, Customer Srv 


Legal 
Audit 


Property Srv 
 
 


Staff: 818  FTE: 698 
Agency FTE: 130  


People & OD 
 
 


HR 
Electoral 


Local democracy 
Org Dev 


Secretariat 
 
 
 


Staff: 173  FTE: 165 
Agency FTE: 8 


Pol, Part, Perf & 
Comms (PPPC) 


 
Comms, Print & 
Design, Press 


Equalities 
Policy & Performance


Youth Offending  
Community Safety 
Haringey Forward 
Neighbourhoods 


Staff: 229  FTE: 219 
Agency FTE: 18 


Urban Environment 
 


Community Housing 
Parking, Highways 


Planning 
Trading Stan 


Economic Dev 
 
 
 
 


Staff: 689  FTE: 663 
Agency FTE: 149 


Haringey Schools 
 


Schools: 70 
 


Teaching Staff: 1658 
Support Staff: 2725 


 
Staff: 4380  FTE: 3175 
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SSSeeeccctttiiiooonnn   OOOnnneee   –––   WWWooorrrkkkfffooorrrccceee   CCChhhaaannngggeee   
            
CCCooouuunnnccciiilll   SSStttrrruuuccctttuuurrreee   JJJuuunnneee   222000111111   
 
 
 
 
 
 


 
 
 
 
 


Haringey Council
 


Staff: 3866  FTE: 3334 
Agency: 327 


Adults & Housing 
 
 


Adult Services 
 


Added - 
Community Housing 


 
 
 
 
 


Staff: 980  FTE: 886 
Agency: 34 


Children & Young 
Peoples Service 


 
Children & Families –


Social Work 
Prevention & Interven.


School Standards 
 


Added -  
Youth Offending 


 
 


Staff: 829  FTE: 749 
Agency: 130 


Corporate 
Resources 


 
Benefits & Local Tax
Finance & Procure. 


IT, Customer Service
Legal, Audit 


 
 
 
 
 


Staff: 530  FTE: 497 
Agency: 54 


Chief Executive 
(Merged POD & PPPC)


 
HR, OD, Secretariat 
Electoral, Local Dem
Communications & 


Consultation 
Press, Policy, 
Intelligence &  
Performance 


HESP 
 


Staff: 249  FTE: 240 
Agency: 3 


Public Health 
(New Directorate) 


 
Drugs & Alcohol 
Health Protection 


Emergency Planning
 


 
 
 
 


NHS Staff: 19 
Hgy Staff: 6  FTE: 6 


Agency: 0 


Place & Sustain. 
(Formerly Urban Env.) 
Parking, Highways 


Planng, Trading Stan 
Economic Dev 


Added -   
Sch Catering, Escorts 


Capital Funding 
Property Srv, Libraries 


Leisure Centres, 
Parks, Comm Safety 


 
Staff: 1272  FTE: 955 


Agency: 106 


Haringey Schools 
 


Schools: 72 
 


Teaching Staff: 1718 
Support Staff: 2892 


 
Staff: 4610  FTE: 3325 
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SSSeeeccctttiiiooonnn   OOOnnneee   –––   WWWooorrrkkkfffooorrrccceee   CCChhhaaannngggeee   
   
WWWooorrrkkkfffooorrrccceee   CCCooommmpppaaarrriiisssooonnn   –––   bbbeeefffooorrreee   &&&   aaafffttteeerrr   
   
The tables below illustrate staff FTE and Headcount (HC) figures and the % change in staff FTE between March 2010 and June 2011 and also the movement 
of Business Units between Directorates.  
   


Workforce March 2010  Workforce June 2011 Diff. Mar-10 to Jun-11 


Business Unit Dir. FTE HC Business Unit Dir. FTE HC FTE Head 
count 


% 
Change 


Directorate & Staff 3 3 Directorate & Staff 5 5 2 2 67% 
Adults Srv & Comm. 740 839 Adult & Comm Srv 701 789 -39 -50 -5% 


  Community Hsg Srv 161 167 -37 -35 -19% 
Cul, Lib & Learn 157 215 (Cul,Lib & Lrn moved to PS Dir.)   
Recreation Srv 197 218 (Rec Srv moved to PS Dir.)   


Safe. & Strategic Srv 


AS 


72 75 Safe & Strategic Srv 


AS 


19 19 -53 -56 -74% 
 AS Total 1169 1350  AS Total 886 980 -282 -370 -24% 


Directorate & Staff 3 3 Directorate & Staff 5 5 2 2 67% 
BSF 25 25 (BSF moved to PS Dir)   


Business Supp & Dev 297 462 (Bus Sup & Dev disbanded)  -297 -462 -100% 
Childrens & Families 328 351 Childrens & Families 331 350 3 -1 1% 


Children's Networks (CN) 210 256 (CN  part of Prev &  Early Inter.)   
School Stand. & Incl. (SSI) 281 331 (SSI  part of Prev & Early Inter.)   


  Prevention & Early Intervention 396 456 -95 -131 -19% 
 


C 


 Staff transition holding area 


C 


17 18  
 C Total 1144 1428  C Total 749 829 -395 -599 -35% 
 CE 1 1  CE 1 1 0 0 0% 
 CE Total 1 1  CE Total 1 1 0 0 0% 


Asst Chief Executive 1 1 Asst Chief Executive 1 1 0 0 0% 
Electoral Services 8 8 Electoral Service 5 5 -4 -3 -44% 
Human Resources 64 67 Human Resources 77 80 13 13 21% 
Local Democracy 28 30 Local Dem & Member Srv 19 20 -9 -10 -32% 
Org Dev & Lrn Srv 59 61 Org Dev & Change Srv 38 39 -21 -22 -35% 


Secretariat 


PO 


6 6 Secretariat 


CE 


6 6 0 0 0% 
 PO Total 165 173 


   


 CE Subtotal 146 151 


   


-20 -22 -12% 
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Workforce March 2010 Workforce June 2011 Diff. Mar-10 to Jun-11 


Business Unit Dir. FTE HC Business Unit Dir. FTE HC FTE HC % 
Change 


Asst Chief Executive 1 1       -1 -1 -100% 
Communications Service 29 29 Communications & Consultation 26 26 -3 -3 -10% 


Haringey Forward 8 8 HESP 6 6 -2 -2 -23% 
Performance & Policy 42 46 Policy, Intelligence, Partnership 58 61 16 15 37% 


Safer & Stronger Comm. 


PP 


139 145 Safer & Stronger Comm. 


CE 


4 4 -135 -141 -97% 
 PP Total 219 229   CE Subtotal 94 97 -125 -132 -57% 
       CE Total 239 248 -145 -154 -38% 


Directorate & Staff 3 3 Directorate & Staff 1 1 -2 -2 -67% 
Audit & Risk Mgmt 10 10 Audit & Risk Mgmt 17 17 7 7 70% 


Benefits & Local Taxation 174 183 Benefits & Local Taxation 150 159 -24 -24 -14% 
Corporate Finance 59 60 Corporate Finance 51 51 -8 -9 -14% 


Corporate Procurement 36 37 Corporate Procurement 32 33 -4 -4 -12% 
Corporate Property 133 218 (Corp Prop. moved to PS Dir.)     
Customer Services 128 147 Customer Services 112 128 -17 -19 -13% 


Information Technology 79 81 Information Technology 66 68 -13 -13 -17% 
Legal  Services 


CR 


75 79 Legal Services 


CR 


69 73 -7 -6 -9% 
 CR Total 698 818   CR Total 497 530 -201 -288 -29% 


        Drugs & Alcohol Action Team 2 2  
    Health Protection Team PH 4 4  
      PH Total 6 6    


Directorate & Staff 7 7 Directorate & Staff 4 4 -3 -3 -43% 
  Capital Projects 27 27 2 2 8% 
  Corporate Property 122 213 -12 -5 -9% 
  Culture, Libraries & Learning 138 188 -18 -27 -12% 


Environ. Dir. Support Grp 3 3       -3 -3 -100% 
Frontline Services 352 372 Frontline Services 418 562 66 190 19% 


  Leisure Services 175 204 -21 -14 -11% 
NDC (Seven Sisters) B U 16 17       -16 -17 -100% 
Planning, Regen & Econ 87 88 Planning, Regen & Econ 72 74 -15 -14 -18% 
Strategic & Comm Hsg 


 
 
 
 
 


UE 
 
 
 
 
 198 202 (Strat & Hsg moved to AS Dir.) 


PS 


          
 UE Total 663 689   PS Total 955 1272 292 583 44% 
 HGY Total 4058 4687 


   


  HGY Total 3334 3866 


   


-724 -821 -18% 
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The following table identifies staff numbers, inclusive of agency workers as at March 2010 and June 2011.   
   


Workforce comparison  
March 2010 June 2011 


Directorate 
Headcount Council FTE Agency FTE Headcount Council FTE Agency FTE


TOTAL 
FTE 


change 
AS 1350 1169 130 980 886 34 -379 


C 1428 1144 250 829 749 130 -515 


*CE 402 384 26 249 240 3 -167 


CR 818 698 130 530 497 54 -277 


PH 0 0 0 6 6 0 n/a 


PS 689 663 149 1272 955 106 249 


HGY 4687 4058 685 3866 3334 327 -1082 


**C-S 4380 3176 ----- 4610 3325 ----- n/a 
HGY INC 


C-S 9067 7234 685 8476 6659 327 n/a 
*Combined POD & PPPC for March 2010  **Schools agency usage is not known     
   
It is evident from this table that the reduction in staff numbers over the last 15 months reflects the scale of 
workforce change the organisation has experienced due to budget reductions.  The Council has reduced its 
workforce by 821 staff and further redundancies and restructures will be undertaken from now to December 
2011 which will further reduce the Council workforce by March 2012. 
 
The table below identifies staff numbers by grade band distribution as at March 2010 and June 2011 (see 
Appendix A for salary information for grade bands). 
 


Workforce grade distribution comparison    


Mar-10 Jun-11 
Grade band 


No. % No. % 
SC1-SC5 1826 39 1466 38 


SC6-SO2 1269 27 1006 26 


PO1-PO3 686 15 602 16 


PO4-PO7 635 14 569 15 


PO8+ 271 6 223 6 


Totals 4687 100 3866 100 
 


 When comparing the grade distribution of staff as at Mar-10 and Jun-11 it appears that even after the 
organisation changes the grade distribution is relatively the same with a minimal decrease of 2% in 
grade bands SO2 and below and a 2% increase in PO1 +  
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The table below illustrates staff FTE and Headcount (HC) figures by Job Families and the % change in staff 
FTE between March 2010 and June 2011. 
 
Job families with less than 10 staff in March 2010 have been excluded. 
 
We have highlighted job families where the degree of change was 20% or more. 
 
There have been large reductions in support service staff including HR, ICT, committees, policy & project, 
performance, procurement and admin staff. 
 
Also due to the cuts in government grant funding there have been large reductions in the number of centrally 
employed teachers, youth workers, social work assistants, playworkers and early years staff. 
 
The biggest change was in Recycling but this was due to a TUPE transfer not staff redundancies.  Groups 
where there have been some increase in employees, children & families social workers, sports & leisure and 
cleaners are due to the increase of employees instead of agency workers.  
 


Workforce job families comparison 


Mar-10 Jun-11 Diff. Mar-10 to Jun-11 
Job Family 


FTE HC FTE HC FTE  HC % Change 


Admin/Clerical/Secretarial 398 424 311 334 -87 -90 -22 


Benefits & Local Taxation 163 172 143 151 -21 -21 -13 


Buyers & Procurement 48 51 39 40 -10 -11 -20 


Care Workers 643 763 593 704 -50 -59 -8 


Caretakers 25 29 24 27 -2 -2 -6 


Cleaners, Domestics 89 187 91 194 2 7 3 


Committee/Democratic Supp 30 31 14 14 -17 -17 -55 


Cust Srvs-Call Ctr/Teleph 144 170 128 153 -16 -17 -11 


Early Years 39 43 27 30 -12 -13 -30 


Education/Welfare Officer 32 35 30 33 -2 -2 -7 


Environmental Officers 92 93 81 83 -10 -10 -11 


Finance Offs/Accountants 146 151 129 133 -17 -18 -12 


Gardeners/Grounds People 86 87 70 71 -16 -16 -18 


Housing Officers 153 157 120 126 -32 -31 -21 


HR/OD Officers 65 68 51 53 -13 -15 -21 


ICT Officers 89 91 70 72 -19 -19 -21 


Kitchen & Catering 176 306 132 223 -44 -83 -25 


Legal Officers 45 46 40 41 -5 -5 -11 


Library staff/Archivist 99 148 89 131 -10 -17 -10 


Nursery Nurses 34 38 27 30 -7 -8 -21 


Occupational Therapy 16 18 16 17 0 -1 -3 
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Workforce job families comparison 


Mar-10 Jun-11 Mar-10 Jun-11 Diff. Mar-10 to Jun-11 
Job Family 


FTE HC FTE HC FTE  HC % Change 


Pay & Other Financial Clerk 45 48 41 43 -4 -5 -9 


Perf Off/Analysts/Research 35 37 28 29 -8 -8 -22 


Playworker/Group Ldr/Asst 35 61 14 26 -21 -35 -61 


Plng-Bldg Surv/Arch/Civil 78 79 76 78 -1 -1 -2 


Policy Officers 100 104 73 76 -27 -28 -27 


Project Officers 97 99 48 48 -50 -51 -51 


Property/Facilities Mgmt 23 23 16 16 -7 -7 -31 


Public Relations/Comms 44 45 42 43 -2 -2 -5 


Refuse/Recycling (Note TUPE) 93 95 4 4 -89 -91 -96 


Senior Manager 102 102 89 90 -12 -12 -12 


Social Work Assistants 64 65 41 41 -23 -24 -36 


Social Work-Adults 90 94 84 88 -6 -6 -7 


Social Work-Children&Fam 159 165 178 183 19 18 12 


Sports & Leisure Staff 43 51 48 63 6 12 13 


Storeman/Porter/Bldg Supp 23 24 21 21 -2 -3 -9 


Teaching Assistants 23 24 19 20 -4 -4 -16 


Teaching Professionals 100 110 69 74 -31 -36 -31 


Traffic Wardens 55 57 49 50 -7 -7 -12 


Transport Driver & Operative 15 16 9 9 -7 -7 -42 


Voc/Ind Trainer & Instruct 27 32 22 27 -5 -5 -19 


Youth & Community Workers 131 164 83 100 -49 -64 -37 
Total Staff –  


Job Families >10 staff 3993 4603 3278 3789 -715 -814 -18 


Total Staff –  
Job Families <10 staff 64 84 56 77 -9 -7 -13 


HGY Total 4058 4687 3334 3866 -724 -821 -18 
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Changing the shape of the organisation 
 
In order to understand the impact of redundancies on service delivery the workforce was classified into 3 
service delivery types; Business Support, Corporate Support and Resident Delivery.  
 
Part of the aim of Rethinking Haringey was to reduce the proportion of support services.  Before the cuts the 
ratio was 30% support, 70% delivery services.  The Support Function Review (SFR) programme and service 
restructures have successfully delivered a change in the ratio which now stands at 19% support services and 
81% resident delivery. 
 
The charts below illustrate the service type distribution within the organisation as at Nov-10 and Aug-11. 
 


Service Type Distribution Nov-10


11%


19%


70%


Business Supp Corporate Supp Resident Delivery


Service Type Distribution Aug-11


3%
16%


81%


Business Supp Corporate Supp Resident Delivery


 
 


 Business/Corporate Support (considered to be a ‘back office’ function) has reduced by 11%, with 
Resident delivery increasing by 11% from Nov-10 to Aug-11 
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The table below identifies the number and cost of redundancies by directorate up to mid July 2011.  
 


Redundancy costs 


Directorate 
Redun. Cost 
of Approved 


Redun. 


Capital Cost 
of Approved 


Redun. 


No. of 
redundancies 


Capital + 
Estimated 


Redun. Cost  


Average Cost 
per 


Redundancy 
AS £1,765,793 £670,399 107 £2,436,191 £22,768 


C £4,267,099 £1,021,658 257 £5,288,756 £20,579 


CE £789,090 £377,591 38 £1,166,681 £30,702 


CR £1,250,574 £740,264 68 £1,990,838 £29,277 


PH £0 £0 0 £0 £0 


PS £2,616,853 £725,307 134 £3,342,160 £24,941 


HGY £10,689,408 £3,535,219 604 £14,224,627 £23,551 
 


 Overall, there were 604 approved redundancies, 69% of these were people who expressed an interest 
in leaving under redundancy terms but the reality was their job was going anyway so this was a 
compulsory redundancy situation.  No redundancies were approved unless the job was being deleted 


 
 42% of redundancies were in Children’s directorate 


 
 Redundancies have cost the Council over £14 million, this includes redundancy payments to 


individuals and any capital costs incurred 
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The following tables show the breakdown of redundancies by grade band and comparative diversity strands alongside the overall Haringey Council breakdown. 
 


Ethnic group analysis – Council comparison 


 Redundancies HGY 


B A M E White White 
minorities 


Not 
Declared 


 
Total 


 
B A M E White White 


minorities 
Not 


Declared Total 
Grade band 


No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % 
SC1-SC5 89 57 42 27 25 16 1 1 157 26 998 68 278 19 163 11 27 2 1466 38 


SC6-SO2 98 53 46 25 34 18 6 3 184 30 577 57 230 23 190 19 9 1 1006 26 


PO1-PO3 49 43 38 33 27 24 0 0 114 19 282 47 199 33 118 20 3 0 602 16 


PO4-PO7 35 39 37 42 17 19 0 0 89 15 217 38 219 38 123 22 10 2 569 15 


PO8+ 16 27 34 57 9 15 1 2 60 10 43 19 142 64 33 15 5 2 223 6 


Totals 287 48 197 33 112 19 8 1 604 100 2117 55 1068 28 627 16 54 1 3866 100 
 


 56% of redundancies were in grade band SO2 or below 
 
 48% of redundancies were BAME Staff compared to 55% of Haringey BAME staff 


 
 51% of redundancies were White compared to 44% representation in the workforce 
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Age analysis – Council comparison 


 Redundancies  HGY 
16<25 25<35 35<45 45<55 55<65 65+ Total 16<25 25<35 35<45 45<55 55<65 65+ Total Grade 


band No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % No. % 


SC1-SC5 12 8 17 11 15 10 54 34 59 38 0 0 157 26 60 4 218 15 296 20 536 37 323 22 33 2 1466 38 


SC6-SO2 1 1 33 18 37 20 63 34 50 27 0 0 184 30 10 1 238 24 295 29 311 31 147 15 5 0 1006 26 


PO1-PO3 0 0 18 16 25 22 31 27 40 35 0 0 114 19 2 0 133 22 176 29 222 37 66 11 3 0 602 16 


PO4-PO7 0 0 5 6 8 9 42 47 34 38 0 0 89 15 0 0 83 15 174 31 213 37 95 17 4 1 569 15 


PO8+ 0 0 0 0 8 13 22 37 30 50 0 0 60 10 0 0 10 4 44 20 110 49 57 26 2 1 223 6 


Totals 13 2 73 12 93 15 212 35 213 35 0 0 604 100 72 2 682 18 985 25 1392 36 688 18 47 1 3866 100 


 
 70% of staff who were made redundant were 45 years+ compared to 55% of the organisation in that age band 


 
 35% of these staff were in age band 45-54 years which is more aligned with the workforce at 36% 


 
 41% of compulsory redundancies were aged between 25-34 years 


 
 2% of redundancies were from16-24 age band which is aligned with 2% of the organisation in that age range 
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Gender analysis – Council comparison 
 Redundancies HGY 


Female Male Total Female Male Total Grade 
band No. % No. % No. % No. % No. % No. % 


SC1-SC5 110 70 47 30 157 26 1028 70 438 30 1466 38 
SC6-SO2 133 72 51 28 184 30 754 75 252 25 1006 26 
PO1-PO3 77 68 37 32 114 19 369 61 233 39 602 16 
PO4-PO7 56 63 33 37 89 15 368 65 201 35 569 15 


PO8+ 36 60 24 40 60 10 116 52 107 48 223 6 
Totals 412 68 192 32 604 100 2635 68 1231 32 3866 100 


 
 68% of staff made redundant were female, this aligns with 68% of female staff in the organisation 


 


Disability analysis – Council comparison 


 Redundancies HGY 


Disabled Total Disabled Total Grade 
band Yes % No % No. % Yes % No % No. % 


SC1-SC5 21 13 136 87 157 26 106 7 1360 93 1466 38 
SC6-SO2 27 15 157 85 184 30 97 10 909 90 1006 26 
PO1-PO3 20 18 94 82 114 19 35 6 567 94 602 16 
PO4-PO7 11 12 78 88 89 15 38 7 531 93 569 15 


PO8+ 3 5 57 95 60 10 5 2 218 98 223 6 
Totals 82 14 522 86 604 100 281 7 3585 93 3866 100 


 
 14% of redundancies were disabled staff compared with 7% of disabled staff within the organisation. 79% of these expressed an interest in leaving
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As at the end of the June 2011, Haringey Council (excluding Schools) employed 3866 permanent / fixed term / 
temporary employees.  In addition to these, approx. 676 staff are set up as casual/sessional working on an as 
and when basis. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


Grade distribution by directorate - Headcount 


Directorate SC1-SC5 SC6-SO2 PO1-PO3 PO4-PO7 PO8+ 


AS 469 256 134 94 27 


C 136 268 130 232 63 


CR 67 223 89 95 56 


CE 12 72 67 69 29 


PS 782 186 180 76 48 


PH 0 1 2 3 0 


HGY 1466 1006 602 569 223 


C-S 2341 1039 391 600 239 


HGY INC C-S 3807 2045 993 1169 462 
 


% Staff by grade bands


29


6


39


27


6


14 13


39


15 14


26


38


16 15


6


0


10


20


30


40


50


SC1-SC5 SC6-SO2 PO1-PO3 PO4-PO7 PO8+


%


2009 2010 2011


 


Establishment coverage 


Directorate Headcount % Workforce 
AS 980 25.3 


C 829 21.4 


CE 249 6.4 


CR 530 13.7 


PH 6 0.2 


PS 1272 32.9 


HGY 3866  


C-S 4610 54.4 


HGY INC C-S 8476   
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The following table gives a snapshot as at June 2011 on the total number of full time equivalent Council and 
agency employees. 
 
Haringey Council has a headcount of 3866. 
 


Establishment coverage 


Directorate Headcount Council FTE Agency FTE Total FTE        
(Council + Agency) 


% Agency of 
Workforce 


AS 980 886 34 920 4 


C 829 749 130 879 15 


CE 249 240 3 243 1 


CR 530 497 54 551 10 


PH 6 6 0 6 0 


PS 1272 955 106 1062 10 


HGY 3866 3334 327 3661 9 
 


 9% of Haringey’s total workforce is made up of agency staff reducing by 5% from March 2010 
  


 Children’s have the highest % agency of their total workforce at 15% followed by Corporate Resources 
and Place & Sustainability with 10% 


 
The following tables indicate agency usage over the last 3 years, including reasons for hiring and job role 
types. 
 


Agency FTE by directorate 


Directorate Mar-09 Mar-10 Jun-11 
AS 165 130 34 


C 200 250 130 


CE 25 11 3 


CR 115 130 54 


PH 0 0 0 


PS 178 149 106 


HGY 684 685 327 
 


 The level of agency usage has more than halved in the last year 
 
 40% of agency staff were employed in Children’s in Jun-11 compared to 36% in Mar-10 
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Agency FTE by reasons for hire 


Reason Mar-09 Mar-10 Jun-11 
Maternity Leave 21 20 9 


Holiday 54 38 7 


Sickness 47 54 23 
Permanent 
Recruitment 62 61 32 


Volume of Business 500 512 256 


Totals 684 685 327 
 


 The majority of agency staff are still being employed due to volume of business and this has increased 
from 75% Mar-10 to 78% Jun-11 


 


Agency FTE by job family 


Job family Mar-09 Mar-10 Jun-11 
Administrator 105 147 57 


Care 165 148 87 


Cleaner 22 26 9 


Customer Service 10 8 2 


General 53 50 19 


Kitchen Assistant/Cook 41 25 22 


Parking Control 42 17 33 


Prof/Tech 177 174 50 


Social Worker 69 90 47 


Totals 684 685 327 
 


Agency  staff by job families Jun-11
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 The main job roles covered by agency workers are care workers (27%), administrators (17%), 
professional/technical (15%) including lawyers, surveyors, accountants and planning officers and 
social workers (14%) 


 


Agency Cost 


2,422,493


1,029,961


1,000,000 1,500,000 2,000,000 2,500,000


£'s


Jun-11
Mar-10


 
 


 As a result of the reduction in agency usage, agency costs have also reduced by more than  
£1 million
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SSSuuummmmmmaaarrryyy   
   
 
Ethnic Breakdown and Gender 
 
Haringey Council excluding schools employs 3866 staff.   
 
• 55% of the Council workforce are from black, asian and minority ethnic groups (BAME).  This compares 


well with the Haringey population of 34% BAME.  In addition there are 16% staff from white – minorities 
backgrounds such as Irish, Greek, Greek Cypriot, Turkish, Turkish Cypriot, etc   


 
• The proportion of BAME staff has changed little since last year before the cuts.  Then 54% of the 


workforce were BAME and now it is 55% 
 
• The Council has more than double the proportion of black staff (41%) compared with the borough profile 


(16%).  In other minority groups the workforce is broadly proportional and representative of the diverse 
community Haringey serves 


 
• In higher grades, PO8 and above the representation of BAME staff is not as good with 19% of staff from 


these groups.  This has remained at this level for a couple of years.  With a reducing workforce it will be 
difficult to increase representation levels in these pay ranges but we can try and ensure they don’t reduce 


   
• The Council has a high percentage of women - 68% compared to the borough profile of 50%.  This has 


increased slightly from 67% last year.  This is reflective of the high number of social care and office 
based roles, together with our flexible working conditions.  These statistics demonstrate that Haringey is 
an employer of choice for women 


 
• 44% of staff live and work in the borough     


 
The above statistics show that, broadly we have a workforce that reflects the community we serve and that 
despite the large reduction in staff over the past year we have broadly maintained the proportions.   
 
 
Full-time and Part-time  
 
• 31% of the workforce is classed as part-time workers (less than 36 hours per week).  Of these part-timers 


85% are female and 15% male 
 
• The Council runs a childcare voucher salary sacrifice scheme for part-time and full-time workers to help 


parents save money.  We have approx 150 staff accessing this scheme with a total salary sacrifice 
benefit of approx £400k per annum 
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Age Profile 
 
• The proportion of staff  within age groups has remained broadly the same as before the cuts 
 
• The average age of the workforce is 45 years old 
 
• The number of 16 -24 year olds is low though compared to the borough profile – 2% staff against a 


borough profile of 13%.  We need to continue to try and address this.  The difficulty in increasing this 
group is the current situation the Council is in.  With a need to reduce budgets and downsize the 
organisation the jobs that might be classified as entry level or more junior experience level tend to be 
deleted first in order to retain as much of the experienced workforce as possible 


 
• 19% of staff are aged 55+ compared with approx 10% in the borough profile 55–69 years age range 


   
• The percentage of 55+ workers increases in the higher pay grades. This is to be expected since with 


increased experience the opportunity to get better paid jobs increases 
 
• There are currently 47 staff over the age of 65 


 
 
Disabled staff 
 
• 7% of staff declared they are disabled.  This is the same as last year before the cuts 
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This section contains data on the 3866 employees employed by Haringey Council as at June 2011.  
 
The following table shows the Haringey Council headcount by grade band and ethnicity alongside the Haringey Council headcount including Schools. 
 


Ethnic group analysis 


 HGY HGY INC C-S & Borough Profile  
Not 


Declared B A M E White  White 
minorities B A M E White White 


minorities Grade band Total 
Staff 


No % No. % No. % No. % No. % No. % No. % 


B A M E % 
Borough 
Profile 


SC1-SC5 1466 27 2 998 68 278 19 163 11 1953 51 1030 27 650 17 


SC6-SO2 1006 9 1 577 57 230 23 190 19 856 42 717 35 404 20 


PO1-PO3 602 3 0 282 47 199 33 118 20 409 41 368 37 188 19 


PO4-PO7 569 10 2 217 38 219 38 123 22 374 32 524 45 223 19 


PO8+ 223 5 2 43 19 142 64 33 15 96 21 282 61 69 15 


 


Totals 3866 54 1 2117 55 1068 28 627 16 3688 44 2921 34 1534 18 34 
 


 The proportion of BAME staff has changed little since last year.  Then 54% of workforce were BAME and now 55% 
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The table below shows the different ethnic groups by grade bands.  
 


% Ethnic distribution across the workforce by grade bands 


Grade band B A M E White White Minorities Not Declared Total 
SC1-SC5 25.8 7.2 4.2 0.7 37.9 


SC6-SO2 14.9 5.9 4.9 0.2 26.0 


PO1-PO3 7.3 5.1 3.1 0.1 15.6 


PO4-PO7 5.6 5.7 3.2 0.3 14.7 


PO8+ 1.1 3.7 0.9 0.1 5.8 


Totals 54.8 27.6 16.2 1.4 100.0 
 
 55% of the Council workforce are from BAME groups and 44% are from white and white minority groups. 


White minority group includes Irish, Greek, Greek Cypriot, Turkish, Turkish Cypriot staff 
   
 The % of BAME staff is greater than all white staff in the lower grade bands 


 
 The representation of white staff in the higher grade bands PO4-PO7 and PO8+ is greater than BAME 


 


% B A M E staff by grade bands


0.0


10.0


20.0


30.0


40.0


50.0


60.0


70.0


80.0


SC1-SC5 SC6-SO2 PO1-PO3 PO4-PO7 PO8+ TOTALS


%


2009 2010 2011


 
 


 Over the last 3 years the % of BAME has marginally reduced in the higher grade bands and has 
increased in the lower grade bands 
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Haringey Council serves a multicultural community of around 225,500 with 34% from black, asian and minority 
ethnic communities. With 3866 staff and 8476 including Schools, Haringey Council is the largest employer in 
the borough with 44% of employees living in Haringey and the majority of these are employed in Schools and 
the Place & Sustainability directorate. 
 
The following table shows the % of ethnic groups by directorate. 
 


% Ethnic distribution by directorate 


Directorate Black Asian Mixed Other B A M E White White 
Minorities 


Not 
Declared 


AS 53.1 6.9 3.4 3.9 67.2 19.0 13.2 0.6 


C 36.2 5.5 4.2 1.4 47.4 31.0 19.2 2.4 


CE 23.3 5.2 4.0 1.6 34.1 43.0 22.9 0.0 


CR 28.9 13.0 3.6 4.7 50.2 28.7 19.8 1.3 


PH 0.0 0.0 0.0 33.3 33.3 66.7 0.0 0.0 


PS 43.3 7.0 2.6 3.1 56.0 28.5 13.9 1.7 


HGY 40.9 7.4 3.4 3.1 54.8 27.6 16.2 1.4 


C-S 21.7 7.7 2.7 2.0 34.1 40.2 19.7 6.1 


HGY INC C-S 30.5 7.5 3.0 2.5 43.5 34.5 18.1 3.9 
*Borough Profile 15.9 9.5 4.4 3.8 33.6 51.3 15.1  
*Mid year estimates 2009 
 


 Over half of the workforce in Adults, Corporate Resources and Place & Sustainability are from the 
BAME groups with the lowest BAME representation in Public Health and Chief Executive 


 
 The Council has more than doubled the proportion of Black staff compared with the borough profile.  In 


other minority groups the workforce is broadly proportional and representative of the diverse 
community Haringey serves 
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The following table shows the Haringey Council headcount by grade band and gender alongside the Haringey 
Council headcount including Schools and Borough profile. 
   


Gender analysis 


 HGY  HGY INC C-S & Borough Profile 


Female Male Female Male Female/Male 
% Grade band Total 


Staff No. % No. % TOTAL % No. % *Borough 
Profile 


SC1-SC5 1466 1028 70 438 30 3042 80 765 20 


SC6-SO2 1006 754 75 252 25 1533 75 512 25 


PO1-PO3 602 369 61 233 39 670 67 323 33 


PO4-PO7 569 368 65 201 35 844 72 325 28 


PO8+ 223 116 52 107 48 279 60 183 40 


 
 


Totals 3866 2635 68 1231 32 6368 75 2108 25 49.3/50.7 
*Mid year estimates 2010 


 
The Council has a high % of women compared to the borough profile but that is reflective of the high number 
of social care and office based roles together with our flexible working conditions. 
 
This section shows the distribution of employees who are considered to be part-time (employees who work 
less than 36 hours). 
 


Gender & part-time distribution by directorate 


Male Female  
Directorate 


 
 Headcount Total % PT


Total % PT Total % PT 
AS 980 27.6 27 2.8 243 24.8 


C 829 23.9 22 2.7 176 21.2 


CE 249 12.0 4 1.6 26 10.4 


CR 530 17.5 10 1.9 83 15.7 


PH 6 16.7 0 0.0 1 16.7 


PS 1272 48.5 122 9.6 495 38.9 


HGY 3866 31.3 185 4.8 1024 26.5 


C-S 4610 57.8 269 5.8 2396 52.0 


HGY INC C-S 8476 45.7 454 5.4 3420 40.3 
 


 31.3% of the workforce are considered to be part-time, of these 26.5% are female and 4.8% male 
 
 48.5% of staff in Place & Sustainability are part-time followed 27.6% in Adults.  This may be due to 


the large number of job roles that exist within these directorates which are generally part-time such 
as cleaners, escorts, kitchen staff, leisure staff and carers 
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 68.2% of the workforce are women with 26.5% of these working part-time 
 


 85% of part-time staff are women and 15% are men 
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The following table shows the Haringey Council headcount by grade band and age band alongside the Haringey Council headcount including Schools. 
 


Age analysis 


16<25 25<35 35<45 45<55 55<65 65+ 
Grade band Total Staff 


No. % No. % No. % No. % No. % No. % 
SC1-SC5 1466 60 4 218 15 296 20 536 37 323 22 33 2 


SC6-SO2 1006 10 1 238 24 295 29 311 31 147 15 5 0 


PO1-PO3 602 2 0 133 22 176 29 222 37 66 11 3 0 


PO4-PO7 569 0 0 83 15 174 31 213 37 95 17 4 1 


PO8+ 223 0 0 10 4 44 20 110 49 57 26 2 1 


HGY 3866 72 2 682 18 985 25 1392 36 688 18 47 1 


HGY INC C-S 8476 235 3 1710 20 2209 26 2863 34 1356 16 103 1 


*Borough Profile 225,000 26,300 11 46,700 21 41,100 18 29,100 13 17,600 8 20,600 10 
 *Mid year estimates 2010 
 


 The Council has a higher representation of staff between ages 25<65 compared to the Borough profile and a lower representation in age band 16<25  
 
 The proportion of staff in different ages has broadly remained the same as before the cuts.  The number of 16-24 year olds is low compared to the 


borough profile and we need to continue to address this.  The difficulty in increasing this group is the current situation the Council is in.  With a need to 
reduce budgets and downsize the organisation the jobs that might be classified entry level or more junior experience level tend to be deleted first in 
order to retain as much of the experienced workforce as possible 
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This section shows the age profile of Haringey Council’s workforce using age bands. 
 
The table and chart below shows the age distribution of the workforce over 3 years.  


 
% Age distribution over last 3 years 


Age band Mar-09 Mar-10 Jun-11 


16<25 3.6 3.4 1.9 


25<35 18.8 18.6 17.6 


35<45 27.7 25.8 25.5 


45<55 32.9 33.8 36.0 


55<65 15.7 17.1 17.8 


65+ 1.2 1.4 1.2 


Headcount 4741 4687 3866 
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 The % of staff aged 16-24 has continued to decrease over the last 3 years 


 
 55% of the workforce are aged 45+, an increase of 3% from last year 


 
 19% of staff are aged 55+ compared with 18.5% Mar-10 and 16.9% Mar-09   
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This section highlights the age distribution throughout Haringey Council using age bands.  
 
The following table displays the % of staff in each age band per directorate. 
 


% Age distribution by directorate 


Directorate Total Ave. 
Age 55+ 16<25 25<35 35<45 45<55 55<65 65+ 


AS 980 46 20.5 1.4 12.2 25.3 40.5 19.4 1.1 


C 829 44 15.7 1.6 22.6 25.9 34.3 14.5 1.2 


CE 249 44 13.7 0.8 28.1 24.1 33.3 13.7 0.0 


CR 530 42 14.3 0.4 19.6 31.7 34.0 14.2 0.2 


PH 6 41 0.0 0.0 16.7 50.0 33.3 0.0 0.0 


PS 1272 46 23.1 3.2 15.7 22.9 35.1 21.1 2.0 


HGY 3866 45 19.0 1.9 17.6 25.5 36.0 17.8 1.2 


C-S 4610 43 15.7 3.5 22.3 26.6 31.9 14.5 1.2 


HGY INC C-S 8476 44 17.2 2.8 20.2 26.1 33.8 16.0 1.2 
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 The average age of a Haringey Council employee is now 45, with the highest average age of 46 in 
Adults and Place & Sustainability directorate 


 
 Place & Sustainability have the highest % staff 55+ at 23.1% followed by Adults with 20.5% 


 
 36% of staff are aged between 45-54 years, the highest % in any age band  


 
 1.2% of the workforce have chosen to work past the age of 65 
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This section highlights the age distribution throughout Haringey Council using age bands.  
 
The following table displays the % of staff in each age band by grade band. 
 


% Age distribution by grade band 


Grade band 16<25 25<35 35<45 45<55 55<65 65+ 
SC1-SC5 83.3 32.0 30.1 38.5 46.9 70.2 


SC6-SO2 13.9 34.9 29.9 22.3 21.4 10.6 


PO1-PO3 2.8 19.5 17.9 15.9 9.6 6.4 


PO4-PO7 0.0 12.2 17.7 15.3 13.8 8.5 


PO8+ 0.0 1.5 4.5 7.9 8.3 4.3 


Headcount 72 682 985 1392 688 47 
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 83.3% of 16<25 age group and 70.2% of 65+ age group are in grade band SC1-SC5, this is 
significantly higher than in other age bands and appears to be an ongoing trend when compared with 
previous years 


 
 Staff 45+ have the highest representation in grade band PO8+ compared with other age groups 
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% Age distribution by Haringey length of service 


LOS bands 16<25 25<35 35<45 45<55 55<65 65+ 
0<1 19.4 7.0 4.7 2.9 1.9 6.4 


1<2 29.2 12.6 6.7 5.3 2.8 4.3 


2<5 41.7 37.4 25.4 17.3 13.2 8.5 


5<10 9.7 35.9 37.1 31.1 22.7 19.1 


10<15 0.0 6.3 11.2 14.2 15.7 12.8 


15+ 0.0 0.7 15.0 29.2 43.8 48.9 


Headcount 72 682 985 1392 688 47 
 


 The majority of 16<25 age group (41.7%) and 25<35 age group (37.4%) have 2<5 years service   
 


 Almost half of 55<65 and 65+ have 15+ years service 
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This section looks at the number of staff with a disability within the organisation.    
 
The following table shows the Haringey Council headcount by grade band and disability status alongside the 
Haringey Council headcount including Schools. 
   


Disabled 
HGY HGY INC C-S 


Grade band Total Staff Yes % Yes % 
SC1-SC5 1466 106 7 180 5 


SC6-SO2 1006 97 10 124 6 


PO1-PO3 602 35 6 45 5 


PO4-PO7 569 38 7 56 5 


PO8+ 223 5 2 11 2 


Totals 3866 281 7 416 5 
 
The table below shows the number of disabled staff per directorate by grade band. The number of disabled 
staff as % of directorate is also displayed.  
 
The number of disabled staff as a % of the workforce is 7.3% compared to 6.6% last year. 
 


Disabled staff by directorate & grade band 


Directorate Total % of 
Workforce SC1-SC5 SC6-SO2 PO1-PO3 PO4-PO7 PO8+ 


AS 92 9.4 39 31 11 9 2 


C 60 7.2 6 25 4 24 1 


CE 8 3.2 2 2 1 2 1 


CR 43 8.1 6 25 8 3 1 


PH 0 0.0 0 0 0 0 0 


PS 78 6.1 53 14 11 0 0 


HGY 281 7.3 106 97 35 38 5 


C-S 135 2.9 74 27 10 18 6 


HGY INC C-S 416 4.9 180 124 45 56 11 
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The chart shows the % breakdown of disabled staff by grade band. 
 


Disabled employees by grade band
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 Adults have the highest % of disabled staff at 9.4% of their workforce followed by Corporate Resources 


with 8.1% 
 
 37.7% of disabled staff are in grade band SC1-SC5, followed by 34.5% in SC6-SO2 with much less 


representation in the higher grade bands 
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Employee Turnover 
 
The Council’s overall turnover rate stood at over 30% in the last year.  This is nearly three times last years 
level of 11%.   
 
The Council’s voluntary turnover rate in the last year was 5% a reduction of 1% on last year.  The decline in 
the number of voluntary leavers is almost certainly due to the challenging economic climate we are currently 
experiencing. 
 
42% of leavers were made redundant, 20% resigned and 25% had their employment contract come to an end. 
 
The voluntary resignation rate for those with less than 1 year service was 23%.  This is over 4 times more than 
the Council wide resignation rate of 5%. 
 
The % of voluntary leavers by ethnicity shows that the level of Black, Asian and Minority Ethnic leavers was at 
49%, which is below the profile of 55%.  White staff leavers were higher at 38% compared to a 28% staff 
profile and White minorities were lower at 11% compared to a 16% staff profile. 
 
Exit Interviews 
 
213 exit interview forms were sent to all those who tendered their resignation during the financial year 
2010/11, this compares to 156 which were sent out during the previous financial year.  Of the forms sent, 41 
completed forms were returned (19%).    
 
The returns show no clear trend in the reasons given for leaving the Council, but 8 people (19%) said that they 
had left for a promotion opportunity elsewhere, while 5 people (12%) gave personal reasons as their reason 
for leaving.  The remaining 28 staff gave a variety of reasons including house move, a career change a return 
to further education or easier travel to work as their reasons for choosing to leave.   
 
Leavers can ask for an exit interview to be carried out by a member of the HR Strategy & Policy team and a 
total of 4 interviews were carried out during the year.  The reasons for the interview varied between concerns 
regarding workload, concerns about management style and concerns about a forthcoming TUPE arrangement.  
Concerns are documented and where appropriate are forwarded to the HR Business Partner to raise with 
management in the relevant directorate. 
 
New Starters  
 
Only 188 new employees joined the Council of the last year.  This is less than a 1/3rd the number of new 
employees who joined 2009/10.    
 
45% of new starters were employed in Children’s Services, 23% in Adults and 22% Place & Sustainability. 
 
Out of all new starters, 6% were from the 16-24 age band, compared with 31% of new starters aged 25-35. 
The working population in Haringey has 12% within the youngest age band 16-24 (ONS: 2007). 
 
50% of new starters are from BAME backgrounds. 
 
66% of new starters are women, this compares well to the Council profile of 68% female. The Council 
continues to attract women at all levels. 
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Overall, we have seen a decline in the number of new starters due to fewer recruitment campaigns throughout 
the year and we suspect that the number of new employees will continue to decrease in the next financial year 
as posts are looked to be filled internally. 
 
Recruitment and Retention  
 
Redeployment  
 
All redeployees are given an in depth skills assessment interview at the beginning of the process and then 
attend workshops which focus on job application skills and interview skills. 
 
The total number of redeployees processed in the last year was 96.  Of these, 20 were redeployed (21%), 
creating a saving of £180,514.  
 
Length of Service 
 
The average length of service is 10 years.   
 
More than 50% of the Council has between 2 – 9 years service, and over 30% have 10 years or more. 
 
Promotions   
 
A promotion is classified as a pay increase due to an acting up, job evaluation, restructure, redeployment, 
recruitment, secondment or a range grade progression/accelerated increment. 
 
The promotion rate in the last year was 5%, a reduction of 2% compared to the previous year.   
 
Agency workers regulations  
 
From the 1st October 2011 new legislation came into force that will give temporary agency workers the same 
basic rights to terms and conditions of employment as permanent staff employed in a comparable role.   
 
From 1 October agency workers will be entitled to apply for internal vacancies advertised within the Council, 
although any Council redeployees will obviously still retain first access before any other applicants.   
 
After 12 weeks in the same or comparable role the agency worker will be entitled to equal treatment in respect 
of pay and conditions including – basic pay rates, holiday pay, public holidays, working hours and rest periods, 
overtime/ shift payments and eye tests.  They are not however entitled to sick pay, pension, maternity or 
paternity pay, or any redundancy payments. 
 
Although the act becomes law on October 1st, it is not retrospective, so the agency workers currently being 
used will only qualify for the same pay and conditions after they have completed twelve weeks work from 1st 
October 2011.   
  
Our recruitment partner HAYs will manage this process and provide alerts in advance of an agency worker 
reaching the 12 week qualifying period.  
 
The right to equal pay after 12 weeks only works in favour of the agency worker so if they earn better rates of 
pay than Council employees they will still retain these better rates of pay, although we will of course be 
working closely with HAYS to pay appropriate market rates of pay so some of these better rates will come 
down. 
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Pay & Benefits  
 
The Council has a comprehensive package of benefits including a final salary pension scheme; flexible 
working and retirement opportunities; learning & development programmes (run either classroom style or via 
e-learning); shopping & entertainment discounts and free money advice seminars.   
 
The value of the benefits package is a minimum of £7,500 per year, per employee.   The most popular benefit 
has been the free money advice sessions which are run on a regular basis either at lunchtime or on a 1:1 
basis with an adviser.  The sessions are provided by Money Made Clear (previously part of the Financial 
Services Authority).   
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This section looks at the different categories of employee turnover per directorate for period Jul10-Jun11. 
 


Reason for leaving category by directorate 


Directorate Dismissal Other Redundancy Resignation Retirement Contract 
End Total 


AS 15 7 89 48 20 50 229 


C 7 4 156 63 13 12 255 


CE 1 3 24 12 1 10 51 


CR 4 2 44 16 5 11 82 


PH 0 0 0 0 0 0 0 


PS 22 7 131 74 36 179 449 


HGY 49 23 444 213 75 262 1066 
 


 We have seen an increase in the number of leavers when compared to Apr09-Mar10 from 496 to 1066, 
this is mainly as a result of the redundancies the Council has undertaken during this period  
 


 444 staff left due to redundancy by the end of June, with a further 160 redundancies approved to go by 
October.  There are a further 150 or so scheduled to leave by the end of the financial year 
 


 42% of leavers were made redundant, 20% resigned and 25% had their employment contract come to 
an end 


 
 The number of voluntary resignations were 213 which was less than the year before at 261 


 
 42% of leavers were from Place & Sustainability and 24% from Childrens 


 
Employee turnover rate (%) by category & directorate 


Directorate Dismissal Other Redundancy Resignation Retirement Contract 
End Total 


AS 1.5 0.7 9.0 4.9 2.0 5.1 23.2 


C 0.8 0.5 18.4 7.4 1.5 1.4 30.1 


CE 0.4 1.2 9.5 4.7 0.4 3.9 20.1 


CR 0.7 0.4 8.1 3.0 0.9 2.0 15.2 


PH 0.0 0.0 0.0 0.0 0.0 0.0 0.0 


PS 1.7 0.5 10.2 5.8 2.8 13.9 35.0 


HGY 1.3 0.6 11.3 5.4 1.9 6.7 27.2 


HGY 2009/10 0.8 0.9 0.3 5.5 1.7 1.2 10.5 
 
 The overall turnover rate to the end of June was 27%.  Taking account of redundancies already in the pipe 


line the overall rate is over 30%, or 3 times of that of last year’s turnover rate (10.5%) 
 
 Place & Sustainability has the highest turnover rate at 35% followed by Childrens with 30%.  Both these 


directorates had high levels of leavers due to redundancies 
 
 Corporate Resources has the lowest turnover rate of 15.2% 







  


    42


  


SSSeeeccctttiiiooonnn   TTThhhrrreeeeee   –––   RRReeecccrrruuuiiitttmmmeeennnttt   &&&   RRReeettteeennntttiiiooonnn   
   
TTTuuurrrnnnooovvveeerrr   (((cccooonnntttiiinnnuuueeeddd)))   
 
The level of voluntary resignations is of particular interest, as being employee-initiated; it can serve as a good 
indicator of an organisation’s health or state of the jobs market. 
 
Haringey Council’s voluntary resignation rate is 5.4%. 
 
The following chart highlights the % of voluntary resignations compared with all other categories.  
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The chart above illustrates that the majority of staff in each directorate left for other reasons.  Previous years 
have shown us that the majority of staff left due to voluntary resignation and even though the number of 
voluntary leavers this year has not deviated much from last year, the number of leavers due to other reasons 
(redundancy, contract end, retirement, dismissal and other) seems excessive in comparison and this is mainly 
as a result of redundancies. 
   


 Corporate Resources have the lowest voluntary resignation rate at 3.0% and Childrens have the 
highest with 7.4% 


 
 Childrens and Place have the highest turnover rate for other reasons and again this is because they 


had the highest number of redundancies 
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The following table shows the voluntary resignation rate for each grade band by length of service.  
 


% Voluntary resignation rates by grade band and length of service 


Grade band Total 0<1 1<2 2<5 5<10 10<15 15+ 
SC1-SC5 6.0 13.0 20.4 7.2 3.8 3.8 1.2 


SC6-SO2 3.4 34.9 4.5 5.3 2.6 1.7 0.0 


PO1-PO3 7.4 53.1 19.3 9.4 4.2 3.3 1.2 


PO4-PO7 5.9 14.1 10.2 8.2 6.4 1.7 2.0 


PO8+ 4.4 20.0 4.2 9.0 1.3 11.1 0.0 


Totals 5.4 23.0 14.4 7.3 3.7 3.2 0.9 
 


Number of voluntary resignations by grade band and length of service 


Grade band Total 0<1 1<2 2<5 5<10 10<15 15+ 
SC1-SC5 89 10 23 28 17 8 3 


SC6-SO2 35 11 2 11 9 2 0 


PO1-PO3 45 13 8 13 7 2 2 


PO4-PO7 34 5 5 8 12 1 3 


PO8+ 10 2 1 4 1 2 0 


Totals 213 41 39 64 46 15 8 
 


Number of voluntary resignations by age band and length of service 


Age band Total 0<1 1<2 2<5 5<10 10<15 15+ 
16<25 22 6 7 8 1 0 0 


25<35 67 13 13 24 16 1 0 


35<45 55 9 8 15 14 8 1 


45<55 46 10 7 11 12 4 2 


55<65 23 3 4 6 3 2 5 


65+ 0 0 0 0 0 0 0 


Totals 213 41 39 64 46 15 8 
 


 The highest voluntary turnover rate is for staff who have less than 1 years service at 23% and lowest 
rate is for staff who have 15+ years service with 0.9% 


 
 42% of voluntary leavers were in Grade band SC1-SC5 and 21% in PO1-PO3 


 
 31% of voluntary leavers were in age band 25-34 with 36% of these having 2-5 years service 


 
 59% of 16-24 year olds left within 2 years of starting, this is the highest % for any age band and this 


appears to be an ongoing trend 
 


 30% of staff who left voluntarily had 2-5 years service with Haringey 
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The following table shows the voluntary resignation rate for each grade band by age band.  
 


 
Number of voluntary resignations by grade bands and age band 


Grade band Total 16<25 25<35 35<45 45<55 55<65 65+ 
SC1-SC5 89 16 23 18 21 11 0 


SC6-SO2 35 2 15 14 4 0 0 


PO1-PO3 45 4 23 8 7 3 0 


PO4-PO7 34 0 5 10 12 7 0 


PO8+ 10 0 1 5 2 2 0 


Totals 213 22 67 55 46 23 0 
 


 The voluntary resignation rate for 16-24 age band is 27.8% which is the highest voluntary rate 
compared to other age bands 


 


   


% Voluntary resignation rates by grade band and age band 


Grade band Total 16<25 25<35 35<45 45<55 55<65 65+ 
SC1-SC5 6.0 23.9 10.3 6.0 3.9 3.4 0.0 


SC6-SO2 3.4 20.0 6.1 4.7 1.3 0.0 0.0 


PO1-PO3 7.4 200.0 17.2 4.5 3.1 4.5 0.0 


PO4-PO7 5.9 0 5.9 5.8 5.5 7.3 0.0 


PO8+ 4.4 0 10.0 11.0 1.8 3.5 0.0 


Totals 5.4 27.8 9.6 5.5 3.3 3.3 0.0 
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The following tables show the number of voluntary leavers for each directorate by ethnic group and age band.  
 


Voluntary leavers by directorate and ethnicity 


B A M E White White 
Minorities Not Declared HGY Directorate 


Total % Total % Total % Total % Total % 
AS 22 45.8 20 41.7 6 12.5 0 0.0 48 22.5 
C 38 60.3 19 30.2 4 6.3 2 3.2 63 29.6 


CE 4 33.3 8 66.7 0 0.0 0 0.0 12 5.6 
CR 8 50.0 5 31.3 3 18.8 0 0.0 16 7.5 
PH 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 
PS 33 44.6 28 37.8 11 14.9 2 2.7 74 34.7 


HGY 105 49.3 80 37.6 24 11.3 4 1.9 213 100.0 
 


 The % of voluntary leavers by ethnicity shows that the level of Black, Asian and Minority Ethnic leavers 
was below the profile of 55%.  White staff leavers were higher at 38% compared to 28% and White 
minorities were lower at 11% compared to 16% 


 
Voluntary leavers by directorate and age band 


16<24 25<35 35<45 45<55 55<65 65+ Totals Directorate  
Total % Total % Total % Total % Total % Total % Total % 


AS 5 10.4 10 20.8 13 27.1 15 31.3 5 10.4 0 0.0 48 22.5 
C 5 7.9 21 33.3 22 34.9 9 14.3 6 9.5 0 0.0 63 29.6 


CE 1 8.3 8 66.7 0 0.0 3 25.0 0 0.0 0 0.0 12 5.6 
CR 0 0.0 8 50.0 5 31.3 2 12.5 1 6.3 0 0.0 16 7.5 
PH 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 0 0.0 
PS 11 14.9 20 27.0 15 20.3 17 23.0 11 14.9 0 0.0 74 34.7 


HGY 22 10.3 67 31.5 55 25.8 46 21.6 23 10.8 0 0.0 213 100.0 
 


% Voluntary leavers by age band
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 The highest % of leavers are in 25-34 age band 


 
 The % of leavers in most age bands is disproportionate to the % of the workforce in those age bands.  


There is a higher % of leavers in age bands 16-24, 25-34, 35-44 and a lower % of leavers in age bands 
45-54, 55-64 and 65+ compared with the % of the workforce.  This is the same as last year and 
probably reflective of the level of versatility, flexibility and marketability of people in this age range 
compared to staff as they get older  


 


% of Voluntary leavers by length of service
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 19.2% of voluntary leavers have less than 1 years service, this is significantly high if you compare it to 
the 4.3% of the workforce in that length of service band 


 
 The highest % of leavers had 5-9 years service 
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The following table shows the average Haringey length of service for each directorate by grade band. 
Measuring by length of service is a useful way to gauge the amount of experience and knowledge residing 
within the organisation. 
 


Average length of service in years by directorate and grade band 


Directorate SC1-SC5 SC6-SO2 PO1-PO3 PO4-PO7 PO8+ Total 
AS 7.6 10.9 12.1 11.4 11.8 9.6 
C 9.8 9.0 8.3 8.4 10.6 9.0 


CE 10.6 8.4 11.1 11.3 13.7 10.6 
CR 8.4 11.4 12.5 12.0 7.8 10.9 
PH 0.0 7.1 2.0 6.7 0.0 5.2 
PS 9.1 13.1 10.4 11.6 10.9 10.1 


HGY 8.7 10.7 10.8 10.4 10.5 9.9 
C-S 6.4 5.9 7.4 11.4 11.5 7.3 


HGY INC C-S 7.3 8.3 9.4 10.9 11.0 8.5 
 


 The average length of service per Haringey employee is approx. 10 years  
 
 The lowest average length of service is in grade band SC1-SC5 with 8.7 years 


 
 Corporate Resources have the highest average of 10.9 years followed closely by Chief Executive at 


10.6 and Place & Sustainability at 10.1 years 
 


 Public Health have the lowest average of 5.2 years 
 


% Length of service by directorate
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 The data above shows that the majority of the workforce has between 2-9 years length of service 
(54%) 
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The following tables identify the number of promotions over the specified periods and % breakdown by the various diversity strands. 
 
In the context of this data, a promotion has been classified as a pay increase due to an acting up, job evaluation, restructure, redeployment, recruitment, 
secondment or a range grade progression/accelerated increment. 
 


Measure Apr09-Mar10 Jul10-Jun11 
Promotion Rate 7.1% 5.0% 


   
Staff no. & % ethnic distribution 


Period Apr09-Mar10 Jul10-Jun11 


Grade band Total 
Staff B A M E White White 


Minorities 
Not 


Declared Total Total 
Staff B A M E White White 


Minorities 
Not 


Declared Total 


SC1-SC5 53 67.9 20.5 10.3 1.3 23.2 40 57.5 20.0 20.0 2.5 18.5 


SC6-SO2 62 54.4 28.9 16.7 0.0 33.9 55 32.7 47.3 18.2 1.8 25.5 


PO1-PO3 26 41.3 38.1 20.6 0.0 18.8 37 45.9 35.1 18.9 0.0 17.1 


PO4-PO7 19 39.6 43.8 16.7 0.0 14.3 54 33.3 40.7 25.9 0.0 25.0 


PO8+ 7 21.2 69.7 9.1 0.0 9.8 30 13.3 63.3 13.3 10.0 13.9 


Totals 167 49.7 34.8 15.2 0.3 100.0 216 37.0 40.7 19.9 2.3 100.0 


   
 In Jul10-Jun11, 37% of promotions were BAME staff and 61% were White staff.  This compares less favourably to the previous rolling period with a 


almost a 50/50 split  
 In Jul10-Jun11, 26% of promotions were within grade band SC6-SO2, followed by 25% in PO4-PO7.  In Apr09-Mar10, 34% of staff promoted were in 


grade band SC6-SO2 
 The number of promotions were across a large variety of jobs and services and there is no particular pattern to the spread of jobs or reasons for the 


promotions 
 There was approx 30% more promotions compared to last year and most of these were in higher level grades.  Both these factors have a bearing on the 


different results seen when comparing the 2 years 
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% Age band distribution 


Period Apr09-Mar10 Jul10-Jun11 


Grade band 16<25 25<35 35<45 45<55 55<65 65+ 16<25 25<35 35<45 45<55 55<65 65+ 


SC1-SC5 5.1 30.8 16.7 35.9 10.3 1.3 9.8 26.8 24.4 34.1 4.9 0.0 


SC6-SO2 0.0 36.0 25.4 31.6 7.0 0.0 0.0 42.9 23.2 23.2 10.7 0.0 


PO1-PO3 0.0 28.6 25.4 36.5 9.5 0.0 0.0 28.9 31.6 31.6 7.9 0.0 


PO4-PO7 0.0 10.4 29.2 45.8 12.5 2.1 0.0 13.0 46.3 24.1 16.7 0.0 


PO8+ 0.0 0.0 12.1 39.4 45.5 3.0 0.0 3.3 23.3 60.0 13.3 0.0 


Totals 1.2 26.2 22.6 36.3 12.8 0.9 1.8 24.7 30.6 32.0 11.0 0.0 


   
 In Jul10-Jun11, 63% of promotions were 35-54 and 27% were under 34 with only 1.8% under 25  
   
 In Apr09-Mar10, 59% of promotions were 35-54 and 27.4 % were under 34 with only 1.2% under 25 which is very similar to Jul10-Jun11 


   
% Gender distribution    


Period Apr09-Mar10    Jul10-Jun11    
Grade band Female Male Female Male 


SC1-SC5 67.9 32.1 78.0 22.0 


SC6-SO2 71.1 28.9 58.9 41.1 


PO1-PO3 65.1 34.9 71.1 28.9 


PO4-PO7 68.8 31.3 57.4 42.6 


PO8+ 69.7 30.3 53.3 46.7 


Totals 68.8 31.3 63.5 36.5 
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% Disability distribution    


Period Apr09-Mar10    Jul10-Jun11    
Grade band Yes No Yes No 


SC1-SC5 7.7 92.3 2.4 97.6 


SC6-SO2 6.1 93.9 3.6 96.4 


PO1-PO3 11.1 88.9 10.5 89.5 


PO4-PO7 0.0 100.0 5.6 94.4 


PO8+ 3.0 97.0 3.3 96.7 


Totals 6.3 93.8 5.0 95.0 


   
 63.5% of promotions in Jul10-Jun11 were female compared to 68.8% the previous rolling year period, this compares well to the organisation with 68% 


female 
 
 5% of promotions were disabled staff in Jul10-Jun11  
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The following section looks at the number of staff attending training for two comparative quarters by salary 
band, ethnicity, age band, gender and disability. 
 
In this section, training has been defined as a course that has been provided by Organisation Development 
under the Open Access Programme. 
 


Staff attended training by grade band    


Period    Apr-Jun10    Apr-Jun11    
Grade band    No. % No. % 


SC1-SC5 61 29 22 24 


SC6-SO2 53 25 24 26 


PO1-PO3 59 28 28 30 


PO4-PO7 31 15 18 19 


PO8+ 5 2 1 1 


Totals 209 100 93 100 
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 The highest % of staff trained in Apr-Jun10 were in grade band SC1-SC5 at 29% followed by PO1-PO3 


at 28% 
 
 In Apr-Jun11 the highest % were in grade band PO1-PO3 at 30% followed by SC6-SO2 at 26% 


 
 Levels of training have reduced significantly over the 2 years.  As can be seen above a reduction of 


more than half in the number of people trained makes it more difficult to compare the % breakdown of 
different staff groups between the 2 years because of the significant degree of change this represents  
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Staff attended training by ethnicity    


Period    Apr-Jun10    Apr-Jun11    
Ethnicity    No. % No. % 
B A M E 101 48 45 48 


White 64 31 18 19 


White Minorities 28 13 28 30 


Not declared 16 8 2 2 


Totals 209 100 93 100 


   


% staff by ethnicity
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 In Apr-Jun10, 48% of staff trained were BAME compared to 44% White 
 
 In Apr-Jun11, 48% of staff trained were BAME compared to 49% White 


 
Staff attended training by age band    


Period    Apr-Jun10    Apr-Jun11    
Age Band    No. % No. % 


16<25 15 7 7 8 


25<35 49 23 26 28 


35<45 41 20 23 25 


45<55 75 36 31 33 


55<65 27 13 6 6 


65+ 2 1 0 0 


Totals 209 100 93 100 
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% staff by age band
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 When comparing the 2 quarters, the majority of staff trained were in age band 45-54 
   


Staff attended training by gender    


Period    Apr-Jun10    Apr-Jun11    
Gender    No. % No. % 
Female    132 63 66 71 


Male    77 37 27 29 


Totals    209 100 93 100 


   


% staff by gender
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 The ratio of females to males attending training generally reflects the Council’s workforce 
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Staff attended training by disability    


Period    Apr-Jun10    Apr-Jun11    
Disability    No. % No. % 


Yes 13 6 3 3 


No 196 94 90 97 


Totals 209 100 93 100 


   
 6% of staff trained in Apr-Jun10 had a disability, this compares well with the organisation, however, this 


decreased to 3% in Apr-Jun11 
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This section looks at the number of staff who went on maternity leave over a 3 year period and of those what the return to work rate equated to.  In addition to 
this we have identified the breakdown by grade band and ethnicity for those staff.  
 


Return to work rates after maternity leave 


2008 2009 2010 
Maternity Leave (M/L) Status 


No. % No. % No. % 


Returned from M/L 74 83.1 81 85.3 59 80.8 


Leaver after M/L 15 16.9 14 14.7 14 19.2 


Totals 89 100 95 100 73 100 
 


 The return to work rate after maternity leave is over 80% for the last 3 years 
 


Maternity by grade band and ethnicity 2010 


Period Maternity leavers – Total Staff & % ethnic distribution All M/L – Total Staff & % ethnic distribution 


Grade band Total 
Staff B A M E White White 


minorities 
Not 


Declared Total Total 
Staff B A M E White White 


minorities 
Not 


Declared Total 


SC1-SC5 4 75 25 0 0 29 21 81 5 14 0 29 


SC6-SO2 4 50 25 25 0 29 27 52 22 26 0 37 


PO1-PO3 3 33 67 0 0 21 13 31 46 23 0 18 


PO4-PO7 3 100 0 0 0 21 11 45 36 18 0 15 


PO8+ 0 0 0 0 0 0 1 0 100 0 0 1 


Totals 14 64 29 7 0 100 73 55 25 21 0 100 
 


 The number of women leaving after their maternity leave is only small (14) therefore less statistically reliable but it does show that the level of BAME is 
good compared to the employment profile 
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This section looks at the number of new starters in period Jul10-Jun11 by ethnicity, age band, gender and job 
family. 
 


Starters by grade band and ethnicity 


B A M E White White 
Minorities Not Declared HGY 


Grade band 
Total % Total % Total % Total % Total % 


SC1-SC5 37 65 6 11 7 12 7 12 57 30 


SC6-SO2 19 49 11 28 5 13 4 10 39 21 


PO1-PO3 19 56 11 32 3 9 1 3 34 18 


PO4-PO7 19 40 11 23 11 23 6 13 47 25 


PO8+ 0 0 11 100 0 0 0 0 11 6 


Totals 94 50 50 27 26 14 18 10 188 100 


   
 There were 188 new starters, in addition to these 35 staff were recruited internally and 24 staff were 


redeployed into vacant posts  
 
 50% of new starters were BAME.  Only White staff were recruited in grades higher than PO8.  More 


work needs to be done to attract BAME staff into these higher grades to improve the profile at this level 
 


 30% were employed in grade band SC1-SC5 
 


Starters by grade and age bands 


16<25 25<35 35<45 45<55 55<65 65+ Totals Grade 
band  Total % Total % Total % Total % Total % Total % Total % 


SC1-SC5 7 12 16 28 9 16 19 33 4 7 2 4 57 30 


SC6-SO2 4 10 19 49 8 21 8 21 0 0 0 0 39 21 


PO1-PO3 1 3 8 24 16 47 9 26 0 0 0 0 34 18 


PO4-PO7 0 0 15 32 12 26 13 28 7 15 0 0 47 25 


PO8+ 0 0 0 0 5 45 5 45 1 9 0 0 11 6 


Totals 12 6 58 31 50 27 54 29 12 6 2 1 188 100 
 


 37% new starters were in age groups below 35 years compared to profile of 21% in these ages 
 
 56% of new starters were aged between 35-54 which is slightly below the profile level of 60% 
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Starters by grade band and gender 


Female Male Totals 
Grade band 


Total % Total % Total % 
SC1-SC5 40 70 17 30 57 30 


SC6-SO2 30 77 9 23 39 21 


PO1-PO3 15 44 19 56 34 18 


PO4-PO7 34 72 13 28 47 25 


PO8+ 5 45 6 55 11 6 


Totals 124 66 64 34 188 100 


   
 66% of new starters were female – 68% of the organisation are female 


 
 No new starters declared they had a disability 


 
Starters by job family 


Job family Total % 


Care 44 23 


Social Worker 38 20 


Prof/Tech 34 18 


Administrator 25 13 


Cleaner 17 9 


Other 13 7 


School/Nursery/Centres 10 5 


Leisure 3 2 


General 2 1 


Trainee 2 1 


Totals 188 100 
 


 23% of new starters were employed in care, 20% social work and 18% Prof/Tech 
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Sickness Absence 
 
The Sickness Absence Target set by the Council is now 8.0 days per person, last year it stood at 8.5 days per 
person.  
 
The Council’s average sickness absence rate at the end of June 2011 was 8.23 days, which is over 2 days per 
person less than it was over 2 years ago, with a reduction in cost of over £1m per year.  This is a good level of 
performance and HR has continued to work hard with managers to reduce sickness absence levels.    
 
37% of sickness absence is due to virus / misc. conditions, 32% due to medical conditions, 17% back or 
musculo-skeletal problems and 14% due to stress/ mental health issues.   
 
53% of sickness absence is long term.   40% of long term sickness absence is due to medical conditions and 
21% due to stress/mental health.  
 
Sickness absence levels across the equalities characteristics of sex (gender), race and age are all 
proportionate to the percentage levels of staff within the workforce.  
 
The Council is continually committed to reducing sickness absence and have identified challenging individual 
business unit targets to help achieve the corporate target and the new target.  
 
As part of our strategy to reduce sickness absence levels we have been taking a 2 strand approach. We have 
improved scrutiny and action of management of absence and we are aiming to improve better attendance 
through creating a healthier lifestyle.  These initiatives are summarised below: 


 
• Introduction of the sickness toolkit allows easier monitoring and identification of high levels of absence 


enabling a targeted approach to intervention 
 
• Reduction of sickness monitoring trigger from 8 to 6 days 
 
• Promotion of healthy lifestyle and smoking cessation sessions run by the Occupational Health Unit 


 
• Promotion of flexible working including a home-working as part of the smart working and 


accommodation changes roll-out 
 


• Shorter referral times for appointments with the St Ann’s Hospital physiotherapy unit 
 


• Health and Safety undertake management engagement audits where high levels of sickness absence 
are prevalent.   


 
 
Grievance/ Harassment cases 
 
46% of grievance and harassment cases were lodged by BAME staff.  This is below the level of BAME staff 
(55%) in the organisation.   
 
52% of grievance/ harassment cases were by female staff which is below the council profile level of 68%.   
 
22% of grievance/ harassment cases were from people with a disability.  This is significantly higher than the 
profile of 7%.   
 







  


    59


SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSuuummmmmmaaarrryyy   (((cccooonnntttiiinnnuuueeeddd)))   
 
 
Disciplinary cases 
 
The number of disciplinary cases taken against BAME staff (59%) is proportional to the workforce (55%).   
 
51% of disciplinaries are against female staff which is below the profile (68%).   
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSiiiccckkknnneeessssss   AAAbbbssseeennnccceee   DDDaaatttaaa   
 
This section looks at sickness absence data and analysis for period Jul10-Jun11. 
 
The following graph shows sickness absence performance over a period of 12 months. 
 


Sickness absence progress July 2010 - June 2011
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Sickness days and cost over 3 years 


Year Average days Cost 
Jul10-Jun11 8.23 £2,798,874 


2010-11 8.58 £3,083,474 


2009-10 10.47 £3,983,285 


2008-09 10.05 £3,515,419 
 


 The average number of days sick per employee has decreased significantly from 10.47 2009/10 to 
8.23 Jul10-Jun11, reducing the overall sickness cost by over £1.1m 


 
 29,785 FTE days were lost due to sickness absence. 53.1% was due to long term absence 


 


Average days sick by directorate
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSiiiccckkknnneeessssss   AAAbbbssseeennnccceee   DDDaaatttaaa   (((cccooonnntttiiinnnuuueeeddd)))   
 
The following charts show the average number of days sick per employee divided into short & long term 
absence. 
 


 
 
 With 11.09 days per employee, Public Health had the highest average number of sick days per employee 


(with only 6 staff within the Directorate), 56.7% was attributed to long term (single spell of 20 days or more) 
absence, followed by Adults with 9.70 average days and 64.9% attributed to long term sickness and Place 
& Sustainability with 8.83 days and 50.5% long term 


 
 The majority of sickness in Childrens and Corporate Resources directorate is attributable to short term 


absence, this is the opposite to last year where the majority of sickness absence in these directorates was 
due to long term sickness 


 
 Overall, we have seen a reduction in long term sickness absence.  This year 3 out of the 6 directorates had 


a greater proportion of long term sickness absence compared to last years 5 out of 6  
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This section provides further analysis on the average number of days sick per employee by reason, broken 
down into short & long term absence.  


 


 


% Short term (1-19) & Long Term (20+) Sickness Absence
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% Breakdown of categorised sickness absence by short and long term (%) 


Reason Short-term  
(1-19 days) 


Long-term  
(20+ days) Totals 


Back problems 6.7 9.9 8.4 


Musculo-skeletal problems 7.6 9.8 8.8 


Medical conditions 23.3 39.7 32.0 


Virus / Misc. conditions 55.8 19.5 36.5 
Stress / mental health / 
fatigue 6.5 21.1 14.3 


 
 53.1% of sickness absence was long term, with 28% of this absence being 20-59 days and 15% 90+ 


days   
 36.5% of sickness absence is due to virus / misc. conditions 
 39.7% of long term sickness absence is due to medical conditions and 21.1% due to stress/mental 


health 
 


% Sickness absence reasons
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSiiiccckkknnneeessssss   AAAbbbssseeennnccceee   DDDaaatttaaa   (((cccooonnntttiiinnnuuueeeddd)))   
 
The following charts show sickness absence by gender, ethnicity and age band. 
 


% Sickness by gender
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% Sickness by ethnic group
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% Sickness by age band
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSiiiccckkknnneeessssss   AAAbbbssseeennnccceee   DDDaaatttaaa   (((cccooonnntttiiinnnuuueeeddd)))   
 
The following chart shows % of sickness within different grade bands. 
 


% Sickness by grade band
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The graphs above indicate that the %’s of sickness absence are all proportionate to the same groups of staff 
within the workforce.  
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
GGGrrriiieeevvvaaannnccceee   &&&   HHHaaarrraaassssssmmmeeennnttt   CCCaaassseeesss   
 
The following section looks at the number of staff that had an open grievance/harassment case during period 
Jul10-Jun11 by ethnicity, age band, gender and disability. 
 


Staff grievances by grade band and ethnicity 


B A M E White White 
minorities Not Declared HGY 


Grade band 
Total % Total % Total % Total % Total % 


SC1-SC5 5 45 5 45 1 9 0 0 11 24 


SC6-SO2 7 58 0 0 5 42 0 0 12 26 


PO1-PO3 6 46 5 38 2 15 0 0 13 28 


PO4-PO7 2 29 1 14 3 43 1 14 7 15 


PO8+ 1 33 0 0 2 67 0 0 3 7 


Totals 21 46 11 24 13 28 1 2 46 100 
 


 46% of grievances were lodged by BAME staff compared to 53% all white staff 
 
 The majority of aggrieved staff were in grade bands PO3 and below 


 


Staff grievances by grade and age band 


16<25 25<35 35<45 45<55 55<65 65+ Totals Grade 
band  Total % Total % Total % Total % Total % Total % Total % 


SC1-SC5 0 0 5 45 1 9 3 27 1 9 1 9 11 24 


SC6-SO2 0 0 0 0 6 50 2 17 2 17 2 17 12 26 


PO1-PO3 0 0 0 0 5 38 6 46 2 15 0 0 13 28 


PO4-PO7 0 0 0 0 1 14 4 57 1 14 1 14 7 15 


PO8+ 0 0 0 0 0 0 1 33 2 67 0 0 3 7 


Totals 0 0 5 11 13 28 16 35 8 17 4 9 46 100 
 


 35% of staff were in age band 45-54 followed by 28% in 35-44 
 
 There were no staff within the age band 16-24 and 9% in 65+ 
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
GGGrrriiieeevvvaaannnccceee   &&&   HHHaaarrraaassssssmmmeeennnttt   CCCaaassseeesss   (((cccooonnntttiiinnnuuueeeddd)))   
 


Staff grievances by grade band and gender 


Female Male Totals 
Grade band 


Total % Total % Total % 
SC1-SC5 5 45 6 55 11 24 


SC6-SO2 9 75 3 25 12 26 


PO1-PO3 4 31 9 69 13 28 


PO4-PO7 4 57 3 43 7 15 


PO8+ 2 67 1 33 3 7 


Totals 24 52 22 48 46 100 
 


 The gender split for grievances/harassments is almost half/half with 52% female and 48% male 
 


Staff grievances by grade band and disability 


Yes No Totals 
Grade band 


Total % Total % Total % 
SC1-SC5 0 0 11 100 11 24 


SC6-SO2 2 17 10 83 12 26 


PO1-PO3 6 46 7 54 13 28 


PO4-PO7 1 14 6 86 7 15 


PO8+ 1 33 2 67 3 7 


Totals 10 22 36 78 46 100 
 
 22% of staff were disabled 


 
 
 
 
 
 







 


 67  


SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
DDDiiisssccciiipppllliiinnnaaarrryyy   CCCaaassseeesss   
 
The following section looks at the number of staff disciplined based in two quarters by grade band, ethnicity, 
age band and gender. 
 


Staff disciplined by grade band 


Apr-Jun10 Apr-Jun11 
Grade Band 


Total % Total % 
SC1-SC5 19 35 15 38 


SC6-SO2 14 25 7 18 


PO1-PO3 12 22 6 15 


PO4-PO7 7 13 9 23 


PO8+ 3 5 2 5 


Totals 55 100 39 100 
 


 The highest number of staff disciplined were in grade band SC1-SC5 and the lowest in PO8+ in both 
quarters 


 


Staff disciplined by ethnicity 


Apr-Jun10 Apr-Jun11 
Ethnicity 


Total % Total % 
B A M E 35 64 23 59 


*White 19 35 16 41 


Not declared 1 2 0 0 


Totals 55 100 39 100 
(*In this instance, includes white and white minority staff) 


 
 % of BAME staff disciplined has reduced when comparing Apr-Jun10 to and Apr-Jun11 and is broadly 


proportionate to levels in the workforce 
 


Staff disciplined by age band 


Apr-Jun10 Apr-Jun11 
Age Band 


Total % Total % 
16-24 2 4 4 10 


25-34 9 16 9 23 


35-44 16 29 9 23 


45-54 18 33 11 28 


55-64 10 18 6 15 


65+ 0 0 0 0 


Totals 55 100 39 100 
 
  The highest % staff disciplined were in age band 45-54 and the lowest % in 16-24 in both quarters  
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
DDDiiisssccciiipppllliiinnnaaarrryyy   CCCaaassseeesss   
 


Staff disciplined by gender 


Apr-Jun10 Apr-Jun11 
Gender 


Total % Total % 
Female 28 51 20 51 


Male 27 49 19 49 


Totals 55 100 39 100 
 


 The % split by gender is the same for both quarters with 51% being female and 49% male 
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSuuussspppeeennnsssiiiooonnnsss   
 
This section provides a summary of suspension cases between Apr-Jun11. 
 


Summary of suspension cases 


Case status Total 


No. of cases heard 8 


No. of cases not concluded 13 


No. of cases not concluded - leaver 0 


Total 21 
 
Timescales (no of days) of Suspension Cases 
 
The table below looks at the 21 suspension cases and identifies the no. of working days each case has taken. 
If a case has not concluded by the end of the quarter, the number of working days is calculated from the start 
date of the suspension to the end of the quarter. 
 
The table also identifies, by directorate, the average number of days suspension for all cases, the maximum 
days for a single case and average days suspension for cases heard within that period. 
 


Timescales (no of days) of suspension cases  


Directorate 1-60 61-
120 


121-
180 


181-
240 240+ Total 


cases 
Total 
days 


Avg. 
days 


of 
total 


cases 


Max. 
Days 


Total 
cases 
heard 


AS 1 0 0 1 0 2 243 122 190 1 


C 2 2 3 0 1 8 985 123 327 4 


CE 0 0 0 0 0 0 0 0 0 0 


CR 2 0 0 0 0 2 62 31 53 0 


PH 0 0 0 0 0 0 0 0 0 0 


PS 3 4 2 0 0 9 719 80 127 3 


HGY 8 6 5 1 1 21 2009 96 327 8 
Total cases 


closed 2 3 1 1 1 8  
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SSSeeeccctttiiiooonnn   FFFooouuurrr   –––   PPPeeeooopppllleee   MMMaaannnaaagggeeemmmeeennnttt   
   
SSSuuussspppeeennnsssiiiooonnnsss   (((cccooonnntttiiinnnuuueeeddd)))   
 
The following graph illustrates the number of suspension cases and the average days taken per case for the 
last 4 quarters. 


 


No. of cases and average days taken per case
by quarter  
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 The average number of days suspended for the last quarter was 96.  This has slightly increased since 


Quarter 4, however, the number of suspensions cases has reduced from 27 to 21 cases.  
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SSSeeeccctttiiiooonnn   FFFiiivvveee   –––   PPPaaayyy   
   
SSSuuummmmmmaaarrryyy   
 
 
Equal Pay  
 
The Council’s equal pay and conditions package was agreed with the unions and approved by committee in 
September 2008.   
 
As part of the agreement the Council undertook to evaluate jobs on a new scheme to determine the grades 
they should be paid.  The agreement primarily sought to move staff on manual worker grades onto officer 
grades and therefore avoid potential equal pay claims.  Since the agreement was signed we have resolved the 
grades of all manual staff and also looked at a number of other jobs that were in potentially higher risk equal 
pay claim jobs.  In total we have processed over 3000 employees out of a workforce of approx 4600.   
 
The result has been we have successfully transferred people onto a common pay spine, ceased bonus 
payments and amended allowances and overtime rates and achieved a consistent and equalised approach to 
pay that has significantly reduced any potential equal pay claims.   
 
Senior Pay  
 
Senior pay is reported in line with the financial reporting Accounts and Audit Regulations to increase 
transparency and accountability in local government.   
 
We have provided information tables that are also produced in the Council’s statement of accounts for year 
end March 2011.   
 
One of the tables shows the comparison in the number of staff on pay grades earning more than £50k per year 
between March 2010 and June 2011.  It shows there has been a 14% reduction in staff at senior levels over 
the last year.   
 







 


 72  


SSSeeeccctttiiiooonnn   FFFiiivvveee   –––   PPPaaayyy   
   
EEEqqquuuaaalll   PPPaaayyy   
 
Following the Equal Pay & Conditions agreement in 2008 we have successfully resolved the potential equal 
pay claims for all manual workers – over 1000 staff and a further 2000 other staff by re-evaluating their jobs.  
 
Staff are evaluated to a particular grade and any overtime or shift payments attributable to the role are based 
on the grade of the job.  The result is an equalisation of pay rates which is highlighted by the table below which 
shows the basic pay for groups of 10 or more women and men and that the basic pay has effectively been 
equalised.   
 


Grade 
Band Grade Female 


FTE 


Total 
Female 


Pay 


Ave. 
Female 


Pay 


+/- diff 
Female & 


Male 
Ave. Pay 


% diff. Male 
FTE 


Total  
Male  
Pay 


Ave.  
Male  
Pay 


SC1A 19.89 £302,572 £15,213 -£3 0.0% 5.00 £76,080 £15,216 


SC1B 83.34 £1,352,357 £16,227 £10 0.1% 14.17 £229,774 £16,216 


SC2 44.88 £765,734 £17,064 -£113 -0.7% 24.54 £421,538 £17,176 


SC3 186.26 £3,429,331 £18,411 -£7 0.0% 159.33 £2,934,694 £18,419 


SC4 177.08 £3,676,159 £20,759 £25 0.1% 81.08 £1,681,066 £20,735 


SC1-SC5 


SC5 150.88 £3,468,728 £22,990 -£82 -0.4% 64.17 £1,480,405 £23,071 


SC6 162.01 £4,103,837 £25,330 -£57 -0.2% 110.60 £2,807,818 £25,388 


SO1 231.16 £6,455,709 £27,928 -£32 -0.1% 67.85 £1,897,033 £27,960 SC6-SO2 


SO2 153.75 £4,663,991 £30,334 £28 0.1% 66.23 £2,007,031 £30,306 


PO1 37.93 £1,123,916 £29,629 -£384 -1.3% 21.00 £630,264 £30,013 


PO2 121.09 £4,020,612 £33,204 £26 0.1% 95.20 £3,158,514 £33,178 


PO3 53.00 £1,909,194 £36,023 £39 0.1% 35.67 £1,283,418 £35,984 


SWC 73.69 £2,805,680 £38,075 £231 0.6% 13.00 £491,971 £37,844 


PO1-PO3 


SWO 22.33 £826,062 £36,988 -£533 -1.4% 5.00 £187,605 £37,521 


PO4 81.39 £3,131,610 £38,477 -£52 -0.1% 74.20 £2,858,866 £38,529 


PO5 47.80 £1,978,197 £41,385 £72 0.2% 33.32 £1,376,522 £41,313 


PO6 25.70 £1,101,273 £42,851 -£207 -0.5% 31.58 £1,359,903 £43,058 
PO4-PO7 


PO7 31.63 £1,478,760 £46,747 £91 0.2% 28.11 £1,311,538 £46,656 


PO8 26.87 £1,371,359 £51,033 £112 0.2% 25.00 £1,273,005 £50,920 


SM1 14.63 £837,861 £57,257 -£1,253 -2.2% 20.20 £1,181,905 £58,510 


SM2 15.83 £1,076,571 £67,994 -£17 0.0% 9.00 £612,096 £68,011 


SM3 2.96 £214,556 £72,512 -£1,394 -1.9% 6.00 £443,439 £73,907 


PO8+ 


SM4 7.00 £562,280 £80,326 £188 0.2% 8.00 £641,101 £80,138 
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SSSeeeccctttiiiooonnn   FFFiiivvveee   –––   PPPaaayyy   
   
SSSeeennniiiooorrr   PPPaaayyy   
 
Senior pay is reported in line with the financial reporting Accounts and Audit Regulations.   
 
Information in the tables below are also produced in the Council’s statement of accounts for year end March 
2011.   
 
The table below shows the number of employees (excluding Schools) whose gross pay and benefits were 
more than £50,000 but less than £150,000 in 2010/11. 
 


No. employees earning gross pay & benefits £50,000+ 


Remuneration Band 2010/11 
Employees 


Left In 
Year 


2009/10  
Employees 


£50,000 - £54,999 111 8 93 


£55,000 - £59,999 51 3 58 


£60,000 - £64,999 32 0 36 


£65,000 - £69,999 20 3 19 


£70,000 - £74,999 17 0 14 


£75,000 - £79,999 13 1 13 


£80,000 - £84,999 10 2 7 


£85,000 - £89,999 10 1 8 


£90,000 - £94,999 5 1 4 


£95,000 - £99,999 2 0 3 


£100,000 - £104,999 2 0 2 


£105,000 - £109,999 1 0 1 


£110,000 - £114,999 0 0 2 


£115,000 - £119,999 0 0 0 


£120,000 - £124,999 0 0 2 


£125,000 - £129,999 1 0 1 


£130,000 - £134,999 0 0 0 


£135,000 - £139,999 2 1 1 


£140,000 - £144,999 1 0 0 


£145,000 - £149,999 0 0 2 


Total 278 20 266 
 
The financial reporting regulations require the authority to report remuneration paid in the year to people 
including back pay adjustments or redundancy payments.  
 
Therefore the list of 278 employees earning more than £50k in the council is not an accurate reflection of what 
might be considered to be a list of those earning more than £50k through their pay grade.   
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SSSeeeccctttiiiooonnn   FFFiiivvveee   –––   PPPaaayyy   
   
SSSeeennniiiooorrr   PPPaaayyy   (((cccooonnntttiiinnnuuueeeddd)))   
 
Outlined below is a list of staff on pay grades earning more than £50k per year.  It shows the comparison in 
number between March 2010 and June 2011 and shows there has been a 14% reduction at senior levels.  
 


No. employees on pay grades earning £50,000+ 


Pay Band Mar-10 Jun-11 Diff 


£50,000 - £54,999 100 94 -6 


£55,000 - £59,999 49 31 -18 


£60,000 -£ 64,999 28 25 -3 


£65,000 - £69,999 9 9 0 


£70,000 - £74,999 20 16 -4 


£75,000 - £79,999 13 11 -2 


£80,000 - £84,999 11 9 -2 


£85,000 - £89,999 5 4 -1 


£90,000 -£ 94,999 3 2 -1 


£95,000 - £99,999 3 6 3 


£100,000 - £104,999 1 1 0 


£105,000 - £109,999 1 1 0 


£110,000 -£ 114,999 0 1 1 


£115,000 - £119,999 1 0 -1 


£120,000 - £124,999 0 0 0 


£125,000 - £129,999 1 0 -1 


£130,000 - £134,999 0 1 1 


£135,000 - £139,999 2 1 -1 


£140,000 - £144,999 1 1 0 


£145,000 - £149,999 0 0 0 


£150,000+ 2 2 0 


Totals 250 215 -35 
 
The following table sets out the remuneration disclosure for Senior Officers whose salary is more than £50k 
but less than £150k in 2010/11.  We have defined Senior Officers as being those who are members of the 
Chief Executive’s Management Board.   
 


Post 
Salary  


(incl. fees & 
allowances) 


Pension 
Contributions 


Total  
(incl. Pension 
contributions) 


Director of Corporate Resources £141,597 £31,908 £173,505 


Director of Urban Environment £138,901 £31,258 £170,159 


Director of Adult, Culture & Community £136,338 £30,697 £167,035 


Assistant Chief Executive (People & OD) £105,989 £23,857 £129,846 


Head of Legal Services £93,000 £20,774 £113,774 
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SSSeeeccctttiiiooonnn   FFFiiivvveee   –––   PPPaaayyy   
   
SSSeeennniiiooorrr   PPPaaayyy   (((cccooonnntttiiinnnuuueeeddd)))   
 
The following table sets out the remuneration disclosures for Senior Officers whose salary is £150k or more 
per year.  
 


Post Post Holder 
Salary  


(incl. fees & 
allowances) 


Pension 
Contributions 


Total  
(incl. Pension 
contributions) 


Chief Executive Mr K Crompton £189,890 £46,373 £236,263 
Director of The Children & Young 


People’s Services* Mr P A Lewis £200,000 £45,800 £245,800 


 
In addition to the above salary Mr K Crompton received £15,551 in 2010/11 as remuneration for his role as 
Returning Officer in elections in the London Borough of Haringey. 
 
* Note – The salary paid to the Director of Children & Young People’s Services is supported by the 
Department for Education (DFE) – the department contributed £37,520 in 2010/11. 
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SSSeeeccctttiiiooonnn   SSSiiixxx   –––   AAAppppppeeennndddiiiccceeesss   
   
AAAppppppeeennndddiiixxx   AAA   –––   GGGrrraaadddeee   bbbaaannndddsss 
 
Employee’s salaries have been grouped into the following grade bands: 
 


Current grade band ranges as of March 2010 


Grade band Min Max 
SC1 - SC5 £14,697 £23,277 


SC6 - SO2 £23,970 £30,390 


PO1 - PO3 £29,601 £36,306 


PO4 - PO7 £36,306 £47,235 


PO8+ £48,501 + 


 
AAAppppppeeennndddiiixxx   BBB   –––   LLLeeeaaavvviiinnnggg   RRReeeaaasssooonnn   GGGrrrooouuupppiiinnngggsss   
 
Employees leaving reasons have been grouped into the following categories: 
 


Reason for leaving categories 


Voluntary Resignation Redundancies 
Voluntary resignation Compulsory redundancy 


Retirements Contract End 
Retirement Efficiency (55+) End of fixed term contract 


Retirement Voluntary 60-65 End of temporary contract 


Retirement Age 65 Opt out of Haringey 


Retirement 65+ TUPE transfer 


Retirement Ill health  


Dismissal Other/Not Known 
Capability dismissal Not Known 


Disciplinary dismissal Contravention of law 


Sickness dismissal Death in service 


Unsatisfactory Probation Frustration of Contract 


   
AAAppppppeeennndddiiixxx   CCC   –––   EEEttthhhnnniiiccc   GGGrrrooouuupppsss   
   
Employee’s ethnicities have been grouped into the following ethnic groups: 
   


Grouping Definition 


B A M E Includes black, asian, mixed and other nationalities 


White Includes all British nationalities 


White Minorities Includes non-British white staff - Irish, Greek, Greek Cypriot, Turkish, Turkish 
Cypriot, Kurdish, Gypsy, Irish Traveller and other white europeans 
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SSSeeeccctttiiiooonnn   SSSiiixxx   –––   AAAppppppeeennndddiiiccceeesss   
   
AAAppppppeeennndddiiixxx   DDD   ---   EEEqqquuuaaallliiitttiiieeesss   IIImmmpppaaacccttt   TTTaaabbbllleeesss   
 
The following tables show the headcount breakdown for Haringey Council (excluding Schools) by grade band and comparative diversity strands alongside the 
Haringey Council breakdown (including Schools) as at June 2011. Borough profile data is based on mid year estimates 2009 and 2010.  
 


Ethnic group analysis 


 HGY HGY INC C-S & Borough Profile  
Not 


Declared B A M E White  White 
Minorities B A M E White White 


Minorities Grade band Total 
Staff 


No % No. % No. % No. % No. % No. % No. % 


B A M E % 
Borough Profile 
 


SC1-SC5 1466 27 2 998 68 278 19 163 11 1953 51 1030 27 650 17 


SC6-SO2 1006 9 1 577 57 230 23 190 19 856 42 717 35 404 20 


PO1-PO3 602 3 0 282 47 199 33 118 20 409 41 368 37 188 19 


PO4-PO7 569 10 2 217 38 219 38 123 22 374 32 524 45 223 19 


PO8+ 223 5 2 43 19 142 64 33 15 96 21 282 61 69 15 


 


Totals 3866 54 1 2117 55 1068 28 627 16 3688 44 2921 34 1534 18 34 
   


Gender analysis 


 HGY  HGY INC C-S & Borough Profile 


Female Male Female Male Female/Male % 
Grade band Total 


Staff No. % No. % TOTAL % No. % Borough Profile 
SC1-SC5 1466 1028 70 438 30 3042 80 765 20 


SC6-SO2 1006 754 75 252 25 1533 75 512 25 


PO1-PO3 602 369 61 233 39 670 67 323 33 


PO4-PO7 569 368 65 201 35 844 72 325 28 


PO8+ 223 116 52 107 48 279 60 183 40 


 
 


Totals 3866 2635 68 1231 32 6368 75 2108 25 49.3/50.7 
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SSSeeeccctttiiiooonnn   SSSiiixxx   –––   AAAppppppeeennndddiiiccceeesss   
   
AAAppppppeeennndddiiixxx   DDD   ---   EEEqqquuuaaallliiitttiiieeesss   IIImmmpppaaacccttt   TTTaaabbbllleeesss   (((cccooonnntttiiinnnuuueeeddd)))   
 


Disabled 
HGY HGY INC C-S 


Grade band Total Staff No. % No. % 
SC1-SC5 1466 106 7 180 5 


SC6-SO2 1006 97 10 124 6 


PO1-PO3 602 35 6 45 5 


PO4-PO7 569 38 7 56 5 


PO8+ 223 5 2 11 2 


Totals 3866 281 7 416 5 
 


Age analysis 


16<25 25<35 35<45 45<55 55<65 65+ 
Grade band Total Staff 


No. % No. % No. % No. % No. % No. % 
SC1-SC5 1466 60 4 218 15 296 20 536 37 323 22 33 2 


SC6-SO2 1006 10 1 238 24 295 29 311 31 147 15 5 0 


PO1-PO3 602 2 0 133 22 176 29 222 37 66 11 3 0 


PO4-PO7 569 0 0 83 15 174 31 213 37 95 17 4 1 


PO8+ 223 0 0 10 4 44 20 110 49 57 26 2 1 


HGY 3866 72 2 682 18 985 25 1392 36 688 18 47 1 


HGY INC C-S 8476 235 3 1710 20 2209 26 2863 34 1356 16 103 1 


Borough Profile 225,000 26,300 11 46,700 21 41,100 18 29,100 13 17,600 8 20,600 10 
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SSSeeeccctttiiiooonnn   SSSiiixxx   –––   AAAppppppeeennndddiiiccceeesss   
   
AAAppppppeeennndddiiixxx   EEE   –––   HHHRRR   MMMeeetttrrriiicccsss   TTTeeeaaammm   
 
The following have contributed to the production of this report: 
 


 Steve Davies  
 Christiana Kyriacou 


 
Please contact any of us for further information or if you have a query about the content of this report or 
require any other HR management information.  
 
If you have any other queries or comments you wish to raise regarding the report or related issues, please 
contact Steve Davies, Head of Human Resources.    
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Where we are in the R12 Project?
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Bold Ideas for Challenging Times
Tri-Borough Service Integration


� London Borough of Hammersmith & Fulham 
� Royal Borough of Kensington & Chelsea
� Westminster City Council 


John O’Rourke, Head of HR Services, L.B. Hammersmith & Fulham







CONTEXT


•31% average reduction in formula grant


• £100 million savings required by 2014 / 2015 across  3 Boroughs


• Protecting front line services a priority


• 77% of residents surveyed said 3 authorities should  share some or as           
many services as possible (35% and 43% respectively )


• Retain sovereignty (e.g. Councillors, decision maki ng/democratic 
services, housing management, licensing, planning, communications . 







MAKING THE SAVINGS
The 3R’s of common sense Local Government 


1) Release Assets - drive down debt and support capit al programmes


2) Restructure – combine services to cut overheads – a  core tri-
borough mission


3) Reform delivery of local public services – continu ing to shape the 
debate outside the scope of tri-borough. 







WHERE ARE WE NOW?


• Combined Children’s Services x 3: single Exec Direc tor and Mgt Team 


• Combined Adult Social Care x 3: single Exec Directo r and Mgt Team


• Combined Library Service x 3: single Director and M gt Team 


• Combined Environment Services x 2: single Exec Dire ctor and Mgt. Team 


•Combined Facilities Management


•Managed Services: OJEU notice for Finance, HR, Proc urement, Propery Asset Management 
and Business Intelligence (Project Athena)


•Review of T&C’s across all 3 Boroughs


• Single Chief Executive for LBH&F and RBK&C 







LESSONS LEARNT SO FAR 


• Clear Political leadership and relationships    
(plaudits & criticisms)


• Quality of Advice – strong governance; internal resource s 
(project and programme boards); stimulate ‘employee 
intellectual curiosity’


• Robust Business Cases - £1 million+ savings achieved  in  
months in reducing top level posts alone.


• Communications – consistent and proactive (internally & 
externally), credible, understandable, focus on tangib le 
progress. 







RETAINING SOVEREIGNTY


19 point sovereignty guarantee (rights and responsibili ties)
• Set own Council Tax, publish budgets and accounts
• Continue to set individual Council spending prioritie s
• Veto of proposals, no ‘out voting’
• A commitment to shared learning, innovation and valu e for 
money
• Share what works in service delivery and encourage 
neighbours to learn
• 12 months notice period on termination of services (wi th 
fairly shared costs arising)
• Resulting in high level of participation and engagem ent by 
Councillors 







TRI BOROUGH HR ISSUES


• ‘Espirit de Corps’ Tri-borough staff and management eve nts 
and networks
• Tri-borough TU Consultation Forum and Terms of Reference
• Appointments processes for Chief Officers; adapting 
current Member processes
• Ring fencing staf in revised, combined structures acros s 3 
boroughs – different post titles and grades?
• TUPE or Section 113 transfer of staff?
• Recognise staff anxiety – and opportunities
• Tri-borough vacancy management and re-deployment 
processes
•Tri Borough HR Working Protocols and HR Policy Principle s







H.R. ITSELF?


• Single HR Director – RBK&C & LBHF from April 2012


• Capacity and capability?


• Quick Wins? (Schools, Occ Health, e-CRB’s)


• Scope for review of ‘Strategic HR’ from April 2012


• Managed Services (transactional HR services)


• Communicate often, seek to minimise anxiety 







FINALLY – 3 TOP TIPS


• Communicate regularly and realistically at all leve ls and through a 
wide variety of methods


• Concentrate on developing a good solution, then pro gress; 
preferable to developing unachievable ‘gold standar ds’


• High trust model must prevail – you can’t force lega l agreements;
instead build genuine participative processes
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Heads of HR Meeting – 20 May 2011  

Future of the Regional Employer function - Providing workforce intelligence for the London boroughs

Report of Steve Davies, Head of HR, Haringey Council 

Purpose of report

Submit a proposal for Haringey Council to provide HR metrics and workforce intelligence information previously provided by Peter Thomas, London Councils to the London boroughs. 

Recommendations


1.  Haringey undertake and provide the following surveys and workforce intelligence information for the London boroughs -  


· Chief Officers Pay & Benefits


· Occupational Pay & Benefits


· Recruitment & Retention Barometer  


· Human Capital Metrics 


2. Haringey continue the work started by Sutton for the development of a London wide data mart to report workforce intelligence on a pan London basis.  


3. Each participating borough pay a contribution of £1800 per annum for the full service or £1000 for a single survey. 

Background 


The review of London Councils will result in the reduction of the regional employer function to 2 posts from December 2011.  The post disappearing is that of Peter Thomas, Employment Research Manager.  


The loss of the Employment Research Manager will have a major impact on the ability to continue the Chief Officers pay & benefits survey, Occupational pay & benefits survey including the Recruitment & Retention barometer and London borough Human Capital Metrics.  


There was a consensus from the Heads of HR meeting of 8 April 2011 that these major surveys should continue and that Haringey council should submit a proposal to continue this work.  

In addition with the departure of Steve Key from Sutton/Merton, the Capital Ambition funded work to provide a database of workforce intelligence to London boroughs via a web based reporting capability has stalled.  It is therefore proposed that Haringey council continue this work. 


Proposal 


Assuming at least 26 boroughs contribute £1800 this will cover the cost of employing a PO4 officer in Haringey council dedicated to continuing the survey and employment research information for the London boroughs.  

In addition it is proposed that Haringey should continue the work started by Steve Key at Sutton/Merton to develop a database or data mart for London metrics that could be provided via a web based reporting capability.  This work sought to provide a tool that would make it easier for boroughs to access workforce information on a pan London basis and provide the opportunity for roll out of information on a wider basis directly to managers.  


Benefits 


Identifying a lead borough to continue this work provides a sector led solution to continuing this work.  


Haringey council are recognised as a centre of excellence for HR metrics information and has the capacity and necessary expertise to continue providing this workforce intelligence.  


The responsibility for providing the information will be assigned to the Haringey HR metrics team with expertise in Visual Basic, Excel and Access report writing languages.  Although one officer in the team will be nominally assigned to doing the London boroughs work there is the benefit of being able to draw down on the expertise and resource of a team of staff.  This option was not available to the Employment Research Manager.  


Alternative Options  


The surveys could be provided by an independent research company, for example the IES.  However, this would only provide one off support for each survey.  The proposal for Haringey council to do the work gives the benefit of additional support and provision of workforce information beyond that covered within the London boroughs pay and benefits surveys.  

Cost Comparison

DLA Piper – HR Benchmarker charge £1745 for their workforce performance and HR performance indicator sets.  


It is proposed to charge each contributing borough £1800.  This would cover the cost of conducting the major surveys and providing the Human Capital Metrics information.  There would also be the provision of additional workforce information to the benefit of the London boroughs.   

Alternatively, a borough could pay £1000 for a single survey.


