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Workforce Intelligence Report
Research Report – 23 January 2008
Sickness Absence Survey
The aim of the survey is to collect information on the average number of days lost through sickness absence and the reasons for absence. The twelfth annual survey is nearing completion; the quality of the data has consistently improved over the period of the survey. Except for the exclusion of school-based employees, the survey definitions and method broadly follow those used by the Audit Commission for its Best Value Performance Indicator on sickness absence (BVPI 12). 
Based on the thirty-one boroughs that responded to the survey the average (mean) level of sickness absence for ‘all employees’ in 2006/07 is 10.0 working days, which equates to an absence rate of 4.4%
.  The median figure (mid point) is 9.9 working days (4.3 %).  The ‘all employees’ figure has been on a downward trend since 2001/02, and is now at its lowest level since the surveys began in 1994/95.  Refer to Appendix I for further information.
Information is also collected on the reasons for absence using a classification system developed by the Local Government Employers. The ‘reason for absence’ with the highest number of total days lost is ‘stress/depression and mental health’ (16.8% of all sickness absence), followed by ‘infections’ (12.0%) and ‘other musculo-skeletal problems’ (11.0%).  Where the reason is known these three causes account for just over fifty percent of absences.  Refer to Appendix I for further information.
A comparison between the London Councils figures and the Audit Commission’s BVPI shows, in broad terms, that including school-based employees reduces the average number of 'days lost' by approximately 1.4 days (Table 3); this is supported by the results of a Department for Children, Schools and Families
 survey which found that teachers in the Capital were sick for an average of 4.9 days.
Employee Turnover Survey
This survey collects employee turnover data by the following six categories: resignations, retirements, dismissals, redundancies, TUPE transfers and ‘other’; again all school-based employees are excluded.  The eighth survey is nearing completion. Based on the thirty-one boroughs that responded to the survey the mean (all categories) employee turnover rate in 2006/07 is 12.9%; the median is 13.1%.  The mean resignation rate is 7.3% and the median is 7.8%.
The survey also collects information on the number of agency staff engaged by the boroughs; twenty boroughs provided figures. The mean ‘agency workers rate’ - expressed as ‘agency staff’ as a percentage of ‘direct employees’ – is approximately 16% (19% in 2005/06), the median figure is 16.5%. These averages however mask a very wide range - 3.6% to over 40% - and should therefore be used with a measure of caution.  

Based on these figures it is estimated that the London boroughs ‘employ’ approximately 20,000 agency staff in their non school-based workforce. 
The extensive use of agency staff by the boroughs may be influencing the sickness absence and employee turnover rates. London Councils is currently investigating the nature of this influence.
The full report for absence and turnover will be released at the end of January.

Chief Officers Pay and Benefits Survey 

The aim of the survey is to provide boroughs with one source of accurate ‘market tracking’ salary and benefits data to help ensure the packages offered to senior managers remain competitive.  London Councils stresses that the results of this survey should be used in conjunction with salary and benefits data from other sources. The survey results are fed back as an interactive Excel spreadsheet to allow boroughs to make their own calculations. The despatch of this year’s survey was deferred pending the delayed national pay award; the results of this year’s survey will be available in March 2008.  Refer to Appendix III for an example of the data provided in the results. 
Occupational Pay and Benefits Survey
The aim of the survey is to provide boroughs with one source of accurate ‘market tracking’ salary and benefits data for the main local government occupations, for example, social workers, accountants, planners.  The survey also includes questions on recruitment and retention. London Councils stresses that the results of this survey should be used in conjunction with salary and benefits data from other sources.  The survey results are fed back as an interactive Excel spreadsheet to allow boroughs to make their own calculations. The despatch of this year’s survey was deferred pending the delayed national pay award and was emailed to boroughs at the start of November. The results of this year’s survey will be available in March 2008.  Refer to Appendix IV for an example of the data provided in the results.
Recruitment & Retention and Workforce Planning Surveys
The recruitment & retention survey collects vacancy, turnover and demographic data on the following eight occupational areas: social worker - community care; social worker - children & families; social worker - residential; building control; traffic and/or transportation engineer; environmental health; trading standards; and planning.  This year the Audit Commission is conducting a 'National Study' on recruitment and retention issues in local government so the survey was delayed to align some of the information requested with the themes of this study.  As one element of the study covers ‘planning for future challenges’, a simplified workforce forecasting question was included. Workforce forecasting is difficult task, but it was thought worth attempting to collect some information. 
Replies received indicate that the demand for the occupational groups covered by the survey is predicted either to increase/remain broadly stable, while the supply of these groups is predicted either to decrease/remain broadly stable. The report should be available in February.
Workforce planning requires specialist skills. The workforce planning audit survey provides a view on boroughs’ perceptions of their capacity and capability to undertake this activity. The initial results indicate that boroughs are not entirely confident about the extent to which they are able to forecast accurately the future shape of the workforce. The survey findings indicate that in some boroughs: organisational inertia makes it a struggle to gain senior and line management commitment for workforce planning; progress is hindered by a lack of organisational capacity and capability to undertake workforce planning; and the lack analytical skills within HR also appears to be a factor. This raises the question of whether there is scope for greater collaborative working in this area.  An interim report has already been circulated; the full report will be released in January.
Information from both these surveys is being provided to the Audit Commission to inform their recruitment and retention study.
London Councils has developed a workforce planning model/spreadsheet, which can be accessed below:
http://www.londoncouncils.gov.uk/extranet/doc.asp?doc=20866&username=borough&password=resource
LGS Pay and Earnings Survey Review Working Group
A working party is looking at improving the coverage of this survey and collecting the data using a software package, rather than hard copy.  ConfirmIT software will be used.  This is part of a national initiative to try and improve the quality and coverage of the information available for the national pay negotiations.

The 2007 Local Government Earnings Survey commenced in early October. This survey forms part of LGAR’s work to significantly reduce the overall data burden on local authorities and will prevent an additional surveys being run by CLG and CIPFA.

Occupational Classification System

LGAR has now published an occupational classification system for local government.

HR Information Systems Survey
This survey is now available via:

http://www.londoncouncils.gov.uk/extranet/doc.asp?doc=15342&username=borough&password=resource
HR Policies and Procedures

The update has been completed with twenty-nine boroughs taking part in the review. The resource now holds over 1,200 policies split into thirty five classifications. To keep the resource up to date it is intended to review the policies every two years with the next one occurring in April 2009. They can be accessed via: http://www.londoncouncils.gov.uk/cat.asp?cat=1976
APPENDIX I: SICKNESS ABSENCE AND EMPLOYEE TURNOVER - TIME SERIES
Table1: Average Sickness Absence - 1994/95 to 2006/07

	Date/
Group
	All Employees

	
	Days
	%age

	1994/95
	10.9
	4.8%

	1995/96
	10.5
	4.6%

	1996/97
	10.9
	4.8%

	1997/98
	10.8
	4.8%

	1999/00
	10.7
	4.7%

	2000/01
	11.0
	4.8%

	2001/02
	11.3
	5.0%

	2002/03
	11.2
	4.9%

	2003/04
	11.2
	4.9%

	2004/05
	10.7
	4.7%

	2005/06
	10.6
	4.6%

	2006/07
	10.0
	4.4%


Notes: (1) Source of figures - London Councils/ALG/ GLEA surveys; the figures exclude school-based staff. (2) Figures shown are the arithmetical averages (mean). (3) Figures from the Audit Commission covering the period 1991/92 reported an average absence rate of 4.4% for non-manual and 6.1% for manual workers. (4) Based on 228 working days. (5) Data for 2006/07 is based on 31 boroughs.
Information is also collected on the causes of absence using the classifications developed by the Local Government Employers. The most common cause of absence is ‘stress/depression and mental health’, followed by ‘infections’, which continues the trend of previous years.

Table 2: Distribution of Causes of Absence - 2001/02 to 2006/07

	Reason
	2001/02
	2002/03
	2003/04
	2004/05
	2005/06
	2006/07

	Back problems
	9.2%
	8.3%
	7.3%
	7.8%
	7.3%
	7.7%

	Other musculo-skeletal problems
	10.3%
	10.8%
	9.2%
	11.3%
	11.0%
	11.0%

	Stress/depression, anxiety, neurasthenia, mental health & fatigue
	17.2%
	18.5%
	16.4%
	16.6%
	15.6%
	16.8%

	Infections
	10.4%
	12.4%
	11.0%
	11.9%
	11.7%
	12.0%

	Neurological; Headaches & migraines
	2.7%
	2.2%
	2.1%
	2.7%
	2.6%
	3.1%

	Eye, ear, nose & mouth/dental; sinusitis
	1.7%
	2.8%
	2.4%
	3.3%
	3.3%
	4.2%

	Genito-urinary; menstrual problems
	2.0%
	1.7%
	1.6%
	2.1%
	2.2%
	2.2%

	Pregnancy related
	0.8%
	1.1%
	0.8%
	1.0%
	1.3%
	1.5%

	Stomach, liver, kidney & digestion
	5.9%
	6.8%
	6.0%
	6.7%
	7.1%
	7.3%

	Heart, blood pressure, circulation
	2.1%
	2.5%
	3.1%
	3.3%
	2.6%
	2.5%

	Chest, respiratory
	5.3%
	4.9%
	5.7%
	5.6%
	5.1%
	5.7%

	Other

	32.2%
	28.0%
	34.3%
	27.7%
	30.4%
	26.1%

	Total


	100%
	100%
	100%
	100%
	100%
	100%

	
	n=9
	n=12
	n=15
	n=17
	n=20
	n=20


*Note: Other: It is likely that in the majority of cases allocated to ‘Other’ the cause was simply not known.
Figure 1: Average Number of Days Lost 1994/95 to 2006/07
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Table 3: Employee Turnover - 1998/99 to 2006/07

	Reason/
Date
	London Boroughs

	
	98/99
	00/01
	01/02
	02/03
	03/04
	04/05
	05/06
	06/07

	Resignations
	10.2%
	11.0%
	11.6%
	10.5%
	8.3%
	9.1%
	8.7%
	7.3%

	Retirements
	1.5%
	1.7%
	1.6%
	1.4%
	1.5%
	1.3%
	1.3%
	1.3%

	Dismissals
	0.5%
	0.5%
	0.6%
	0.6%
	0.7%
	0.8%
	0.6%
	0.6%

	Redundancies
	0.9%
	0.8%
	0.9%
	0.5%
	0.5%
	0.7%
	0.5%
	0.9%

	TUPE Transfers
	N/A
	0.6%
	1.2%
	1.9%
	0.6%
	0.8%
	1.3%
	1.1%

	Other 
	2.0%
	1.3%
	2.7%
	2.0%
	2.3%
	2.4%
	2.0%
	1.7%

	Total
	15.2%
	15.9%
	18.6%
	16.8%
	14.0%
	15.1%
	14.4%
	12.9%


Source: London Councils/ALG Employee Turnover Surveys Notes :( 1) All figures contain an element of estimation.  (2) Figures exclude school-based staff. (3) Period covered April to March. (4) Data for 2006/07 is based on 31 boroughs.
Figure 2: Employee Turnover and Resignations - 1998/99 to 2006/07
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APPENDIX II: SICKNESS ABSENCE AND EMPLOYEE TURNOVER - DATA INSIGHTS
London Councils is currently developing its reporting to try and provide more managerial insight from the information collected. As there are currently no universally accepted ‘standard cost’ models available, the figures should be treated as illustrative. They do however highlight the resource and financial burden that absence and turnover can place on an organisation. 
Sickness Absence 
Grossing the data up to represent all thirty-three London boroughs shows:
· The boroughs lost just under 1.1 million working days (or 20,500 a week) to sickness absence in 2006/07, which equates to an average of just under 32,500
 working days per borough.
· The cost of sickness absence in London local government is estimated at just under £140M.
· The average cost of direct sickness absence per employee was £1,278 (£1,066 in 2005/06)
. 

· The most common reason for absence is ‘stress, depression, anxiety, neurasthenia, mental health & fatigue’ accounting for almost 165,000 working days lost in 2006/07.
Employee Turnover
· For the thirty-one boroughs that responded to the survey 15,182 employees (or around 290 per week) left the employment of a borough during 2006/07; this equates to around 490
 per borough in a year.

· Grossing this figure up to all thirty-three boroughs gives an estimated figure of 16,160 leavers in 2006/07 (or approximately 310 per week).
· Estimated cost of employee turnover (for all thirty three boroughs) is, depending on the method used, approximately: £84M,  £2.6M per borough (Kensington & Chelsea cost model -  gross cost excluding vacancies salary savings); or £22M, £650,000 per borough (Kensington & Chelsea cost model - net cost after accounting for vacancies salary savings); or £89M, £2.7M per borough (using CIPD unit cost)

· Regardless of the method adopted reducing the level of turnover offers the opportunity to make substantial savings for investment elsewhere.
APPENDIX III: CHIEF OFFICERS PAY AND BENEFITS SURVEY 2006/07 - EXAMPLE DATA 
	Job Designation   
	 Chief Executive
	 
	
	
	
	
	

	Occ Code  
	 Chief  Executive        
	 
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	 
	Basic Salary
	Total Package
	PRP

	
	 Minimum (£)  
	 Maximum (£) 
	Actual               (£)
	 Minimum (£)                    
	 Maximum (£) 
	 Actual          (£)                
	Minimum           (£)           
	Maximum                         (£)                  

	Average
	 
	£149,082
	£169,862
	£164,503
	£150,910
	£171,691
	£166,331
	£2,959
	£16,095

	Median
	 
	£149,280
	£167,457
	£164,228
	£150,507
	£170,661
	£166,283
	£0
	£16,721

	Upper Quartile
	£159,298
	£184,126
	£174,587
	£160,396
	£184,281
	£177,610
	 
	 

	Number
	27
	 
	 
	 
	 
	 
	 
	Number
	11


	Job Designation   
	 Executive Director and Director (First Tier)
	
	
	
	

	Occ Code  
	 Children's Services
	 
	 
	
	
	
	

	
	
	
	
	
	
	
	
	
	

	 
	Basic Salary
	Total Package
	PRP

	
	 Minimum (£)  
	 Maximum (£) 
	Actual               (£)
	 Minimum (£)                    
	 Maximum (£) 
	 Actual          (£)                
	Minimum           (£)           
	Maximum                         (£)                  

	Average
	 
	£110,553
	£128,459
	£123,352
	£112,658
	£130,563
	£125,456
	£1,747
	£12,518

	Median
	 
	£113,400
	£128,691
	£125,601
	£115,437
	£130,689
	£126,952
	£0
	£12,773

	Upper Quartile
	£119,406
	£135,179
	£128,688
	£119,820
	£136,128
	£131,840
	 
	 

	Number
	21
	 
	 
	 
	 
	 
	 
	Number
	8


APPENDIX IV: OCCUPATIONAL PAY AND BENEFITS SURVEY 2006/07 - EXAMPLE DATA
	Survey Information
	Replies
	Median
	Upper Quartile
	PRP
	Recruitment           Difficulty
	Retention                Difficulty

	Job Family
	Level
	Number
	Minimum Salary
	Maximum Salary
	Minimum Package
	Maximum Package
	Minimum Salary
	Maximum Salary
	Minimum Package
	Maximum Package
	Average
	Number
	Extr Diff
	Very Diff
	Diff
	Extr Diff
	Very Diff
	Diff

	 Accountancy  
	I
	20
	£28,557
	£33,729
	£28,859
	£34,550
	£29,351
	£36,999
	£30,131
	£37,547
	£2,755
	2
	0%
	25%
	38%
	0%
	12%
	12%

	 Accountancy  
	II
	19
	£35,040
	£40,782
	£36,616
	£41,622
	£37,851
	£42,653
	£39,268
	£43,375
	£1,255
	1
	6%
	25%
	38%
	0%
	18%
	24%

	 Accountancy  
	III
	20
	£45,605
	£52,653
	£45,605
	£54,045
	£49,784
	£57,501
	£51,564
	£58,296
	£4,057
	3
	13%
	13%
	50%
	6%
	12%
	29%

	 Accountancy  
	IV
	19
	£66,795
	£82,599
	£67,950
	£83,297
	£79,510
	£90,161
	£80,510
	£90,557
	£3,148
	4
	8%
	38%
	31%
	0%
	7%
	36%

	 Planning Development Control 
	I
	21
	£24,825
	£31,511
	£25,539
	£32,961
	£29,865
	£34,137
	£29,865
	£34,511
	£2,549
	2
	16%
	26%
	37%
	6%
	22%
	22%

	 Planning Development Control 
	II
	19
	£34,137
	£38,088
	£34,590
	£38,426
	£36,218
	£39,126
	£36,636
	£40,210
	£3,158
	2
	13%
	25%
	38%
	0%
	24%
	29%

	 Planning Development Control 
	III
	19
	£41,622
	£47,500
	£41,685
	£48,654
	£44,759
	£50,790
	£45,339
	£52,259
	£3,303
	4
	6%
	31%
	31%
	0%
	25%
	25%

	 Planning Development Control 
	IV
	18
	£55,458
	£68,102
	£58,694
	£72,995
	£72,579
	£83,523
	£72,579
	£83,523
	£4,852
	5
	15%
	31%
	23%
	7%
	21%
	7%


APPENDIX V: BOROUGHS RESPONDING TO SURVEYS

	
	Chief Officers Pay  & Benefits Survey
	Occupational Pay & benefits Survey
	Recruitment &  Retention Survey
	Workforce Planning Audit Survey

	Outer London
	
	
	
	

	Bark & Dag
	· 
	· 
	· 
	· 

	Barnet
	· 
	
	
	

	Bexley
	
	
	· 
	· 

	Brent
	· 
	· 
	· 
	· 

	Bromley
	
	· 
	· 
	

	Croydon
	
	
	
	· 

	Ealing
	
	
	
	

	Enfield
	· 
	· 
	
	

	Haringey
	
	· 
	
	· 

	Harrow
	· 
	
	· 
	· 

	Havering
	
	· 
	
	· 

	Hillingdon
	
	
	
	

	Hounslow
	
	
	
	· 

	Kingston
	
	
	· 
	· 

	Merton
	
	
	· 
	· 

	Newham
	
	
	· 
	· 

	Redbridge
	
	
	
	

	Richmond
	· 
	· 
	· 
	· 

	Sutton
	· 
	· 
	· 
	· 

	Waltham Forest
	
	· 
	· 
	· 

	Inner London
	
	
	
	

	Camden
	· 
	
	· 
	· 

	Greenwich
	
	· 
	
	· 

	Hackney
	
	
	
	· 

	Ham & Ful
	· 
	
	· 
	· 

	Islington
	· 
	
	· 
	· 

	Kens & Chel
	· 
	· 
	· 
	· 

	Lambeth
	· 
	
	
	

	Lewisham
	· 
	
	· 
	· 

	Southwark
	
	· 
	· 
	· 

	Tower Hamlets
	
	
	· 
	· 

	Wandsworth
	· 
	· 
	
	

	Westminster
	
	· 
	· 
	· 

	City of London
	· 
	· 
	· 
	

	
	n=15
	n=15
	n=20
	n=24

	Date to borough
	12 November 2007
	01 November 2007
	06 July 2007
	16 May 2007

	Deadline (1)
	09 January 2008
	14 December 2007
	28 September 2007
	

	Deadline (2)
	
	
	
	Closed














� Percentage based on 228 working days.


� Department for Children, Schools and Families - School Workforce in England 2006, January 2007 (revised), 27 September 2007.








� These figures are unweighted in that the size (number of employees) of a borough is not taken into account and therefore are mainly for illustrative purposes only, and should be used with caution


� Given the sample size - nine boroughs - it is suggested care be exercised when using these figures


� As for footnote (3)


� Cost of turnover per employee - £7,750 – CIPD Recruitment, Retention and Turnover Survey 2007.





