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CAPITAL AMBITION WORKFORCE REPORT
1.
SURVEYS  
Sickness Absence 

The results of this year’s survey have just been published; all thirty-three boroughs 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%
	93.6

	08/09
	9.4
	4.1%
	85.7


 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) Figures exclude all school based employees.

· Sickness absence rates in the non-schools workforce have fallen steadily over recent years from a peak of 11.3 days in 2001/02 to 9.4 days in 2008/09.  (Using a three rolling average the change is 11.23 days to 9.86 days.) 

· The 9.4 days translates into the equivalent of 946,338 days or 4,151FTEs.

· The reduction in absence since its 2001/02 peak equates to a notional saving of £23M and the equivalent of an additional 850 FTEs providing services.

· This is the first time since the survey started in 1994/95 that the ‘average days lost’ is in single figures. 

· Evidence from comparing the results of previous surveys with the Audit Commission BVPIs indicates that including schools reduces absence by an average of one and half days.
· Available evidence indicates that - on average - around 60% of absences are certificated and 40% self certificated.
· Stress, depression, anxiety, neurasthenia, mental health & fatigue continue to be the highest recorded reason for absence.
Employee Turnover 

The results of this year’s survey have just been published; all thirty-three boroughs responded. Summary figures since 1998/99 are as follows:

Employee Turnover - Summary 1998/99 to 2008/09
	Year
	Overall Turnover
	Resignations
	Index 

	
	    Percent
	    Percent
	Overall Turnover
	Resignations

	1998/99
	15.2%
	10.2%
	100.0
	100.0

	2000/01
	15.9%
	11.0%
	104.6
	107.8

	2001/02
	18.6%
	11.6%
	122.4
	113.7

	2002/03
	16.8%
	10.5%
	110.5
	102.9

	2003/04
	14.0%
	8.3%
	92.1
	81.4

	2004/05
	15.1%
	9.1%
	99.3
	89.2

	2005/06
	14.4%
	8.7%
	94.7
	85.3

	2006/07
	12.9%
	7.3%
	84.9
	71.6

	2007/08
	13.5%
	7.9%
	88.8
	77.5

	2008/09
	12.6%
	7.0%
	83.2
	68.3


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

averages (mean). (2) No survey in 99/00. (3) Figures exclude all school based employees.

· Employee turnover rates in the non-schools workforce have fallen steadily over recent years from a peak of 18.6% in 2001/02 to 12.6% 2008/09.  Over the same period the respective figures for resignations are 11.6% and 7.0%.

· The 2008/09 figures translate into 15,136 leavers overall and 8,338 resignations.

· There were around 1,400 redundancies in 2008/09. 

· Resignations as a proportion of overall leavers have fallen from 69% in 2000/01 to 55% in 2008/09.

· Since the survey started in 1994/95 it is estimated that over 100,000 people have resigned from their employing borough - it is likely that a significant amount of this employee churn is movement between London boroughs

· There are a number of models for costing employee turnover: some are detailed and use a list of cost elements, others use a simple ready reckoner approach - these range between 50% to 150% of annual salary depending on the employee type. Local government is not operating in a ‘steady state’ environment and a significant number of the leavers may not be replaced so no cost calculations have been undertaken. The level of turnover identified by the survey since 1998/99 – refer above - does however highlight that it has represented a significant cost to the boroughs.

· It is estimated that around 14% of the non schools workforce is engaged on an agency basis, or about 20,000 agency staff.

Human Capital Metrics Benchmarking Exercise

At the Workforce Intelligence meeting on 13 January 2010 these metrics were discussed; in a bid to improve response rates it was agreed to move from a quarterly to a six monthly collection. Also they will now mirror the London Efficiency Challenge (LEC) HR metrics so information for the LEC can be compiled from this benchmarking exercise making sure there is no double collection of the same data.

Occupational and Chief Officers Pay and Benefits Surveys 2009/10 

Both surveys have been emailed to the boroughs. 
Keen to get replies from boroughs outstanding as quickly as possible. 

Contact: peter.thomas@londoncouncils.gov.uk; 

2.         CAPITAL AMBITION WORKFORCE PROJECTS

At the November meeting of the Programme Board it was agreed that the Chair of Capital Ambition – Derek Myers – should further develop the workforce and leadership papers for wider discussion at the meeting of the Chief Executives London Committee on 29 January 2010. 
CELC comprises all thirty-three chief executives.

Derek is the chief executive of RB of Kensington & Chelsea.

Contact: peter.thomas@londoncouncils.gov.uk; salli.reynolds@londoncouncils.gov.uk
3.
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.  

A project - What Customers Want from HR - is about to start, its aim is 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 boroughs will be working with the IES.

In addition the Programme Board has endorsed Capital Ambition’s role in offering the boroughs support around the workforce KLOE. The exact format and extent of the offer will be discussed and agreed with the Heads of HR

4.
CAPITAL INTELLIGENCE 
Capital Intelligence seeks to transform the way workforce data in collected and reported, freeing resources for further analysis and thus increase its value by transforming it in to ‘business intelligence’. Part of the project also aims to help develop workforce analytic skills in the boroughs. Refer to earlier reports for background information. To date nine boroughs have provided data.

A ‘mini tender’ exercise has just started. 
Contact: peter.thomas@londoncouncils.gov.uk; steve.key@merton.gov.uk
5.
WORKFORCE PLANNING
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.  A draft slide pack has been developed.

Contact: peter.thomas@londoncouncils.gov.uk
6.
WORK ON APPRENTICESHIPS IN LONDON LOCAL GOVERNMENT
The London local authority Apprenticeship Sub-Group is now well established, and the boroughs have already collectively exceeded their interim target of an additional 600 new starts by March 2010, although there is recognition that things will get tougher as higher savings are sought.  The London Councils/Capital Ambition website now has considerable content relating to apprenticeships, and this will be added to over time.  Two conferences for London authorities will take place before the end of the financial year – the first on 11 January was very well attended and initial feedback suggests boroughs found it useful.  We are working closely with the NAS to prepare for National Apprenticeship Week in February.
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 currently in progress and the first two case studies are available on the website. Link:
http://www.londoncouncils.gov.uk/capitalambition/projects/workforcestrategy/sharedprofessionals.htm
Contact: peter.thomas@londoncouncils.gov.uk
8.
JOINT WORK WITH THE NHS


The rapid and significant changes taking place in the NHS have meant that there has been less joint work in the last few months, but we have circulated and are in the process of updating a survey outlining the main joint initiatives underway by borough, with a view to ensuring that the HR community is making the required strategic input to this work.  Any updates were due by 15 January and so far only Harrow has replied – if you plan to provide an update but have not yet done so, please let us know by 22 January (either at the meeting or by email).  We will issue the revised version shortly after this date.

Contact: salli.reynolds@londoncouncils.gov.uk
 9.
OTHER CAPITAL AMBITION NETWORKS 
Pay & Employee Relation Forum.  The next meeting is on 4 March 2010; presentation by RB of Kensington & Chelsea on performance based progression.

Contact: debbie.willams@londoncouncils.gov.uk
Workforce Intelligence Group. The group is undertaking a small project on employee self-service and two workshops have been held with the objective of producing an implementation guide. The aim is to publish the implementation guide shortly after the second workshop.

Contact: debbie.willams@londoncouncils.gov.uk; paul.warren@londoncouncils.gov.uk
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