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Workforce Planning Group
22 September 2010
CAPITAL AMBITION WORKFORCE REPORT

1.
NJC pay and the Budget statement on public sector pay
The Chancellor of the Exchequer announced a two-year pay freeze for the public sector workforce, except for workers earning less than £21,000 a year who will receive an increase of at least £250.


In local government the £21,000 threshold would cover all employees up to point 24 on the national pay spine.  It has been estimated that a flat rate £250 would add 0.8% to the total pay bill for NJC employees in year 1. The percentage increase for individual spine points would range from 2.06% (spine point 4) to 1.2% (spine point 24).


As the NJC Employers’ Side had already adopted a ‘self imposed’ freeze for the 2010/11 pay round (apart from incremental progression) various questions have been raised with regard to how central government’s position relates to local government.


Having consulted all groups at the LGA and the Employers’ Side of the NJC, Local Government Employers (LGE) has confirmed that the position remains that no offer will be made this year.  The craft unions have already requested that at least £250 be offered to those paid less than £21,000.  It is likely that the other local government unions will make a similar request.  National officers of both the GMB and Unison have criticised the Employers’ Side for adopting harsher position than that taken by central government 
.
The policy will directly apply to those areas of the public sector over which central government has significant control (as the employer or recipient of review body recommendations).  CLG has made it clear that local government will be expected to exercise similar constraint, while having regard to the Government’s fairness agenda which seeks to provide the lower paid with some protection from the impact of pay restraint.  Assumptions about pay will be fed into the spending review.


LGE has confirmed that regional pay briefings will be held in the usual way for 2011/12 and that Government policy on public sector pay will be considered in determining an employers’ position, as will affordability.  The briefings will be timed to ensure that authorities have an opportunity to consider the impact of the spending review.

In response to the unions’ request to go to arbitration the employers met with the unions on 25 August.  The employers reiterated their position that there would be no pay increase for 2010/11 and that their position regarding 2011/12 and the Chancellor’s statement on public sector pay would be informed by feedback from consultation with councils later this year.  The employers confirmed that they would not agree to participate in arbitration over these matters.
Scotland's council leaders have decided to impose a three-year pay deal after a breakdown in talks with unions.   The deal, affecting about 150,000 staff, is significantly less generous than one which was recently rejected. 

The move will see staff receive a rise of 0.65% backdated to April, followed by pay freezes next year and in 2012.   Members of the three unions, the biggest of which is Unison, which represent most council staff earlier rejected a deal which would have given them a 1% increase this year, followed by a pay freeze next year and a 0.5% rise in 2012-13.


On 23 June the Secretary of State for Education confirmed that the schoolteachers’ three year pay award recommended by the School Teachers’ Review Body would be honoured.  Therefore teachers will get a 2.3% increase in September 2010.  The current LGE assumption is that the teachers will have the two year freeze applied from September 2011.  All pay rates for qualified teachers are above the £21,000 threshold indicated in the Budget statement

In June the Mayor of London announced that the London Living Wage (LLW) would be increased to £7.85 an hour.  In several previous GLEF meeting the unions have raised the issue of encouraging boroughs to put the LLW into its specifications for contracted services.  However the recent LLW increase means that for the first time the LLW is above the hourly rate paid to the directly employed workforce on the lowest spine point on the Greater London Provincial Council outer London pay spine which converts to £7.83 per hour.

Contact: simon.pannell@londoncouncils.gov.uk
2. SURVEYS  
Occupational Pay & Benefits Survey 2010/11

Soundings will be taken on whether the group wishes to undertake the survey this year given that it is very likely there will be no NJC pay award and the difficult financial climate in local government.  Contact: Peter Thomas

Chief Officers Pay & Benefits Survey 2010/11

If the survey is conducted this year it will be undertaken on a joint basis with the LGE to ensure there is no duplication as in 2009/10.  Further information to follow in due course. Contact: Peter Thomas
Human Capital Metrics Benchmarking Exercise
The results of this survey were emailed to Heads of HR and the workforce intelligence group on 19 and 23 August respectively.  Refer to Appendix I for the summary. Thirty boroughs responded.
Contact: ; Mark Fernando; Peter Thomas
Sickness Absence and Employee Turnover Surveys 
The majority of the information collected via the sickness absence and employee turnover surveys will now be gathered via the workforce scorecard compiled through the Human Capital Metrics Benchmarking Exercise. These surveys will therefore not longer be conducted. 

Contact: Peter Thomas
3.         CAPITAL AMBITION WORKFORCE PROJECTS

Two reward projects, led by Hammersmith & Fulham and Camden, have just started.
· developing total reward statements 

· developing performance based rewards

Contact: Peter Thomas
A project - What Customers Want from HR - aims to help develop HR’s contribution to effective people management and how the function relates to its customers, thus enabling managers and staff to do ‘business’ better.  
Five west London boroughs are working with the IES; the project is being led by Ealing.  The project is moving towards its conclusion and it is hoped to publish a report on its findings in late autumn. A presentation is also planned.
Contact: Peter Thomas; HicksP@ealing.gov.uk
4.
CAPITAL INTELLIGENCE 
This project was re-launched at the workforce intelligence group meeting on 14 July 2010.  It is now planned to use ‘open access’ software as this is the only feasible way of delivering the data mart with the available budget. 
The first stage is entering data from the pay surveys and the database now holds six years’ information for both the occupational and chief officers pay and benefits surveys. A draft database is operational and is currently being tested. Further information to follow in due course.
Contact: Peter Thomas
5.
WORKFORCE PLANNING
A workforce planning group has been established. The June meeting covered workforce planning in action, presentation by City of London/Infohrm.

A PowerPoint workforce planning template and accompanying notes have been developed by a small group of Heads of HR, senior HR officers, Capital Ambition and Infohrm. They have been designed for engagement with your corporate management team, senior managers and directors.

The concept is to raise awareness amongst senior officers of the significant workforce planning challenges that lie ahead in local government.  The template can be used as you wish so please feel free to amend and develop as appropriate for use within your borough.

Its aim is to get people to start thinking about what their borough might look like going forward.  The pack is still in development - the next step is to integrate any comments and feedback in to the interim documentation. Greenwich is currently piloting the pack. 
Contact: Peter Thomas
Link:  Workforce Planning
6.
WORK ON APPRENTICESHIPS IN LONDON LOCAL GOVERNMENT
Samantha Dodd’s replacement as Apprenticeships Project Manager, Anna Dent, has now started at London Councils, on a one year contract.  She will continue Sam’s work, although this year there will be a greater emphasis on encouraging contractors to take on more apprentices.    
We are confident that the London Boroughs will shortly be able to announce their 1000th apprentice appointment, and it is hoped that, going forward, apprentices will continue to be seen as both a worthwhile investment in themselves and an important element in achieving organisational change within tight budgetary constraints.  The potential to use apprenticeships to re-skill or up-skill existing staff is particularly one which may offer a cost-effective alternative to other forms of training, or redundancy.
Link: www.londoncouncils.gov.uk/apprenticeships 

Contact: Anna Dent   020 7934 9831
7.
SHARING PROFESSIONALS

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. 

The fieldwork for this project is complete and the first four case studies - including the Sutton/Merton HR case study - are available on the website. The latest case study covering Brent and Harrow’s shared trading standards service has recently been published. An interim sharing professionals guide has also been developed. 

Link: Sharing professionals
Contact: Peter Thomas 
8.
OTHER INFORMATION 
Capital Ambition Networks 

Workforce Planning Group: The next meeting is on 22 September 2010; topic covered – change management. Presentations from Haringey and Lambeth.
Workforce Intelligence Group: Next meeting is on 22 October 2010. 
Contact: debbie.willams@londoncouncils.gov.uk
9. 
DEMOCRACY, MEMBER DEVELOPMENT AND SCRUTINY

The new web based tool, London Councillors, for councillors to use on the Capital Ambition website is about to be launched.  All councillors have their login and password details.  Please ask them to contact councillor@londoncouncils.org.uk if they are having any difficulty logging on.  

Contact: kris.hibbert@londoncouncils.gov.uk
10.
AGENCY STAFF, INTERIMS AND CONSULTANTS

The Havering Agency project procurement toolkit has been updated, and the Lambeth-led project on consultancy has also now reported.  We have written to Heads of HR separately about this area, as there are still potentially millions of pounds of savings to be made across this category, and we will be looking for how best to support boroughs to achieve these savings in the longer term. 
Link: Updated Agency procurement toolkit and news of consultancy project
Contact salli.reynolds@londoncouncils.gov.uk.   

11.
ORGANISATIONAL REDESIGN – A DATE FOR YOUR DIARY


Following the successful “Big Debate” event held with PPMA and KPMG in July (papers available to attendees and PPMA members via Martin Rayson at Barking and Dagenham) we are holding another event looking at the practical issues around organisational change.  More details will follow, but keep Monday 18 October free for a central London, all day event.

Contact salli.reynolds@londoncouncils.gov.uk.   

Appendix I: London Boroughs Workforce Scorecard - Summary 
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