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CAPITAL AMBITION WORKFORCE REPORT
1.
SURVEYS  
Sickness Absence 

This year’s survey is currently nearing completion; all 33 boroughs have responded. Summary figures since 1994/95 are as follows: 
Summary 1994/95 to 2008/09
	Date 
	Working Days Lost
	Index

	
	Number
	Percent
	

	94/95
	10.9
	4.8%
	100.0

	95/96
	10.5
	4.6%
	96.3

	96/97
	10.9
	4.8%
	100.0

	97/98
	10.8
	4.8%
	99.1

	99/00
	10.7
	4.7%
	98.2

	00/01
	11.0
	4.8%
	100.9

	01/02
	11.3
	5.0%
	103.7

	02/03
	11.2
	4.9%
	102.8

	03/04
	11.2
	4.9%
	102.8

	04/05
	10.7
	4.7%
	98.2

	05/06
	10.6
	4.6%
	97.2

	06/07
	10.0
	4.4%
	91.7

	07/08
	10.2
	4.5%
	92.9

	08/09
	9.5
	4.2%
	86.5


 Source:  Capital Ambition surveys. Notes: (1) Figures shown are the arithmetical 

averages (mean). (2) Percent - based on 228 working days (3) No survey in 98/99. 

(4) The 08/09 figures are provisional. (5) Figures exclude all school based employees.

The figures show that sickness absence rates in the non-schools workforce have fallen steadily over recent years; falling from 11.3 days in 2001/02 to 9.5 days in 2008/09. This equates to a notional £21M saving or an additional 900 FTEs. 
This is the first time since the survey started in 1994/95 that the overall average is in single digits.
Stress, depression, anxiety, neurasthenia, mental health & fatigue continue to be the highest recorded reason for absence.
Reasons for sickness absence 2008/09 – Provisional 
	Reason
	Percent

	Stress, depression, anxiety, neurasthenia, mental health & fatigue
	22.7%

	Infections
	16.2%

	Other musculo-skeletal problems
	14.9%

	Back problems
	10.4%

	Stomach, liver, kidney & digestion
	9.9%

	Chest, respiratory
	7.7%

	Eye, ear, nose & mouth/dental; sinusitis
	5.6%

	Neurological; headaches and migraine.
	4.2%

	Heart, blood pressure, circulation
	3.3%

	Genito-urinary; menstrual problems
	3.0%

	Pregnancy related
	2.0%


Employee Turnover 

This year’s survey is currently nearing completion; all thirty-three boroughs have responded. The figures since 1998/99 are as follows: 

	Date
	Overall
Leavers
	Resignations

	
	
	Percent
	Index

	98/99
	15.2%
	10.2%
	100.0

	00/01
	15.9%
	11.0%
	107.8

	01/02
	18.6%
	11.6%
	113.7

	02/03
	16.8%
	10.5%
	102.9

	03/04
	14.0%
	8.3%
	81.4

	04/05
	15.1%
	9.1%
	89.2

	05/06
	14.4%
	8.7%
	85.3

	06/07
	12.9%
	7.3%
	71.6

	07/08
	13.5%
	7.9%
	77.5

	08/09
	12.6%
	7.0%
	68.3


Source:  Capital Ambition surveys. Notes: (1) Figures shown are the arithmetical 

averages (mean). (2) No survey in 99/00 (3) The 08/09 figures are provisional. 

(4) Figures exclude all school based employees.


In addition, the survey collects information on agency staff; grossing the figures up to a full response indicates that there are 19,000 to 20,000 agency staff in London local government. This represents 14% to 15% of the non schools workforce (calculation: agency staff/direct employees + agency staff).
Human Capital Metrics Benchmarking Exercise

This survey collects data on eighteen people management/workforce metrics on a quarterly basis.  The full results for the March 2009 and June 2009 quarters were e-mailed to responding boroughs on Monday 9 November.. Contact paul.warren@londoncouncils.gov.uk

Occupational and Chief Officers Pay and Benefits Surveys 2009/10 

Both surveys have recently been emailed to the boroughs. 
Contact: peter.thomas@londoncouncils.gov.uk; 

4.         CAPITAL AMBITION WORKFORCE PROJECTS

The revised workforce strategy was  discussed at the Capital Ambition Programme Board on 24 November.  We have received responses directly from a couple of authorities and these will be reflected in the discussions.  
To recap, the following six indicative work areas are suggestions to start the process:

· managing reward through an economic downturn 

· workforce planning - towards 2011/12 and beyond 

· new ways of delivery - an option that cannot be ignored?

· workforce intelligence - better information, better decisions?  

· down sizing - managing employee morale, engagement and performance

· apprenticeships - meeting the London target  

Contact: peter.thomas@londoncouncils.gov.uk; salli.reynolds@londoncouncils.gov.uk
5.
CAA AND WORKFORCE MATTERS 

The CAA arrangements give wider consideration to ‘use of resources’ than that previously given under the CPA regime.  There is a specific key line of enquiry (KLOE 3.3) on workforce matters.

Capital Ambition has been collecting information on boroughs’ assessment of where they are now and where they hope to be by the time they are assessed.  From the 20+ responses received, a regional target of all authorities achieving level 2, with 70% at level 3 has been set.  

7.
WORKFORCE PLANNING
A workforce planning group has recently been established.
The latest meeting was on 13 November 2009.  External speaker: Dr Stella Estevez, Global Head of Talent & Organisation Effectiveness, National Grid - talking about the workforce planning pilot project they ran late last year / early this year.  The presentation covered getting workforce planning off the ground, what they found and how it has helped them.  

In addition a small working group is developing a piece of work on the workforce planning process: Towards 2001/12 and beyond - the new authority - engaging the organisation in the process.
Contact: peter.thomas@londoncouncils.gov.uk
8.
WORK ON APPRENTICESHIPS IN LONDON LOCAL GOVERNMENT
Samantha Dodd has now visited 31 of the 33 London authorities, and is working closely with the National Apprenticeship Service to build a comprehensive picture of how London is progressing with its target.  
In the previous report we mentioned the London Apprenticeship Company, which is an Apprenticeship Training Association (ATA).  Since then, there have been major personnel changes at the LAC, and Lewisham College and College of North East London have recently been awarded a contract to set up another ATA.  There are also sector specific ATAs in London for Logistics, Creative and Cultural industries and E-skills.
Anything arising from Rob Whiteman’s (Chief Executive of Barking and Dagenham) presentation to GLEF on 18th November will be fed back on verbally at the meeting.

9.
SHARING PROFESSIONALS
Capital Ambition commissioned research for its 2009 -10 Efficiency Strategy to develop proposals which had the potential to deliver significant savings for boroughs in the medium term. An outcome of this work was the proposal to consider better sharing across boroughs of high value, difficult to recruit and retain, professionals   which may offer greater value on a pooled basis. 

Sharing resources has the potential to maximise the utilisation of scarce skills by reducing the competition for staff; it could also generate efficiency savings. The sharing professionals project aims to develop implementation frameworks and guidance based on evidence gathered through a series of case studies. 

These are:

· shared/joint posts; 

· sharing through procurement; 

· shared/joint teams; and 

· sharing across sectors - local government/NHS.

The fieldwork for this project is currently in progress and the first case study will be appearing on the website shortly. 
Contact: peter.thomas@londoncouncils.gov.uk
Capital Ambition Networks 
Pay & Employee Relation Forum   
The forum’s winter mini conference was held on 2 December 2009.  
Programme:

· Public sector pay developments,  Alistair Hatchett and Ken Mulkearn, IDS

· National Employers update, Phil White, LGE  

· Senior management reward/remuneration committees, Duncan Brown, IES

Contact: debbie.willams@londoncouncils.gov.uk
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