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CAPITAL AMBITION WORKFORCE INTELLIGENCE GROUP
MINUTES OF MEETING 16 JULY 2008
IN ATTENDANCE

Martyn Shipley
Bexley
Rohit Sahdev

Bexley

Jonathan Cranfield
Brent

Raman Gutteridge
Camden
Angela Baron

CIPD

Helena Krawczyk
Greenwich

Leo Johnson

Hackney

Leon Summers
Haringey

Colin Ahaneku
Haringey

Peter Mantle

Hillingdon

Simon Morley

Lambeth
Peter Thomas

London Councils
Paul Warren (Chair)
London Councils 
Steve Key 

Merton
Katrin Kruger

Redbridge

Dominic Medway
Redbridge

Tessa Mapley

Waltham Forest

APOLOGIES FOR ABSENCE

Apologies for absence were received from:
Mike Lineker (Barking & Dagenham), Ian Grant (Bromley), Scott Gardner (Camden), Edward Stuart (Camden), Eric Jackson (Croydon), Sonia Arora (Harrow), Kati Maskell (Hammersmith & Fulham), Tanya Tomic (Hammersmith & Fulham), Mark Porter (Havering), Sarah Sparke (Hounslow), Amanda McClelland (Kensington & Chelsea), Jane Price (Kensington & Chelsea), David Ward (Kingston), Rebecca Sansom (Lewisham), Jonathan Bullard (Richmond) Neil Bowles (Southwark), Peter Andrews (Sutton),Tony Rumph (Wandsworth)
APPROVAL OF MINUTES – JANUARY 2008 

Agreed

MATTERS ARISING

Paul Warren (London Councils) informed the group that he would chair this meeting as the permanent chair Mark Porter was unable to attend.
PRESENTATION – PEOPLE AND PERFORMANCE – MEASURING THE IMPACT OF HUMAN CAPITAL 
Angela Baron (CIPD) gave a presentation on human capital/people management and its contribution to organisational performance which focused on:
· Human capital management – research to date.
· People and performance model
· Measuring contribution
· Value of human capital
· Converting human capital into intellectual capital
· Translating human capital into value

· Integrating forms of capital
· The process of human capital management
· Preparing the organisation for and implementing human capital management.

 Angela mentioned a number of online tools that would be available soon which will guide the organisation through human capital management; these tools will be available to CIPD members only although there is a lot of public information available on human capital via: http://www.cipd.co.uk/subjects/corpstrtgy/hmncapital/default.htm?IsSrchRes=1
Angela also mentioned that the CIPD are undertaking a three year research programme on top level metrics covering both the private and public sectors, and action learning sets may be a part of this research. Also the CIPD are running metrics workshops in September and Angela will send an open invitation to Paul Warren.
Action: Paul Warren to obtain more details on the CIPD’s research programme and to send the open invitation for the metrics workshops to the boroughs.
LONDON COUNCILS RESEARCH REPORT
A written report had been circulated prior to the meeting.  

Paul Warren (London Councils) discussed the following items:
Sickness Absence and Employee Turnover Survey
The group were reminded that the sickness absence and turnover questionnaires were sent out in June with a deadline of 29 August 2008.
Occupational Pay and Benefits Survey/Chief Officers Pay and Benefits

The questionnaires for the 2008/2009 surveys will be sent out in September, although this will be dependent on the conclusion of the pay negotiations.

The recruitment and retention barometer, which uses recruitment and retention information from the 2007/2008 occupational pay and benefits survey, will be released to boroughs week ending 25 July 2008.

HUMAN CAPITAL METRICS BENCHMARKING EXERCISE

Paul Warren updated the group as to the metrics benchmarking exercise. The second collection exercise was underway (year ending March 2008) and responses had been received from nine boroughs out of a possible fifteen. Therefore if you had responded to the previous quarter but not yet to this can you send your completed questionnaire to Paul Warren as soon as possible.
A meeting took place at the end of May with responding boroughs to review and discuss the metrics and their definitions and they are currently being revised. These metrics will be released for discussion at the end of July and will be used for the year ending June 2008 collection which will take place in late August.
Peter Thomas (London Councils) also asked the group if they could send examples of reports etc. showing how they use metric information internally.

Action: the group to send examples of how they use people management data (scorecards, reports etc.) to Paul Warren

WORKFORCE DATA MART FOR LONDON

Steve Key updated the group as to the data mart project (see Appendix A and B). A working model using Access as an underlying database has been built and holds Merton’s data. Steve is now looking to populate the database with data from two London boroughs during late July and early August. Haringey and Waltham Forest volunteered. 

Steve will report back to the group at the next meeting In October.
WORKFORCE PLANNING
Peter Thomas played the group a video entitled, ‘Did you know?’ from the Audit Commission which identifies the present and future workforce trends and challenges that the public sector faces. It can be accessed via:

http://www.audit-commission.gov.uk/workforce/didyouknow.asp
Peter Thomas informed the group that due to the importance of this area a sub group may be formed from both members of this network and the Pay and Employee Relations Forum. If members have any thoughts or ideas on how this can be progressed then please contact Peter.
Peter is also looking at the work an Australian consultancy Aruspex (http://www.aruspex.com/) are doing in this area.

ANY OTHER BUSINESS

The following issues were discussed:
· Paul Warren informed the group that he had been approached by the company Kronos who want to demonstrate to boroughs their software in relation to human capital metrics. Paul asked the group if they were interested in Kronos giving a presentation.

Action: Paul to contact Kronos and find out in more detail what a Kronos presentation would include/cover.
· Appraisal software (Merton) – Steve Key is looking at introducing an electronic appraisal system in Merton and wondered if any borough has one in place; if so please contact Steve (steve.key@merton.gov.uk).
· Human capital management strategy (Hillingdon) - if any borough has a formal human capital management strategy in place please contact Peter Mantle. (pmantle@hillingdon.gov.uk).
· Paul Warren updated the group as to the restructure of London Councils and The Improvement and Employment Division:

The Improvement and Employment Division has merged with Capital Ambition, The London Centre of Excellence, and London Connects and the new department will now be known as Capital Ambition. Capital Ambition is a directorate of London Councils.
Peter Thomas will remain in his current position as Employment Research Manager, and Paul Warren will move into a new role concentrating on performance research/statistics with emphasis on Comprehensive Area Assessment and the National Indicators.
In terms of the workforce intelligence group there will be little change as it covers both Peter’s and Paul’s work areas.
See Appendix C for the structure chart of the new Capital Ambition.

DATE OF NEXT MEETING

The next meeting of the group will be held on Wednesday 08 October 2008 at the London Councils offices, starting at 10.00 a.m.
Appendix A - Workforce Metrics Datamart 

What are we trying to achieve? 

To be able to benchmark HR performance across London Boroughs to support improved workforce planning both within individual councils and to highlight pan-London issues. To do this, we are looking to build a workforce analytics data mart based on very simple extracts from host systems than can be produced without any specialist knowledge.  

What are the outputs from the project?  

· File layouts for the extracts which would feed into the data mart 

· Define and create scripts to validate the extracts and refer back issues to individual contacts within each borough 

· Transformation routines to turn extracts into OLAP-style database

· Produce reports and London Councils workforce metrics 

How will we achieve this? 

The plan is to build this project on a phased and incremental basis, using wherever possible the skills that we have within the group. We have built a working model using Access as an underlying database. This is useful to build-up the knowledge in this area. However, it is likely that the final model would be built using SQL database with upload of the data over a secure web-page and reporting through a web-based reporting tool

What have we done so far? 

· File layouts for the four extracts have been designed. These are not “cast in stone” but have been put together for the initial pilot, based on what is needed to produce the current metrics

· Scripts to validate the extracts have been written and documented (see appendix 2) 
· Define the layout of the OLAP database – Once again, this is very much “work in progress” and is open to review and it is expected that this will evolve during the first phase 
· Transformation routines to turn extracts into OLAP-style databases
· Investigated the feasibility of the use of open source 
What’s next?
The plan is to complete the build and produce a set of reports based on Merton data by the end of July. During August, we would like to work with two other London Boroughs to populate the database. We would then report back to the group with a presentation of project on a “proof of concept” basis.  

Appendix B - London Councils’ HR Metrics Datamart Background 

The Workforce Intelligence Group is a network coordinated through the London Councils. Over the last nine months, work has been undertaken to consider the impact of the changes to people management Best Value Key Performance Indicators. One of the outputs of the group has been a consolidated set of HR metrics with an agreed set of definitions and an agreement to collate and benchmark this data across boroughs on a quarterly basis. The first of set of this data was collected in April 2008. 

The Next Step 

Local Government is placing an ever increasing emphasis on workforce planning but turning this aspiration into reality requires the ability to produce better management information (MI) than has been available to date. MI is the “lifeblood” of workforce planning and its availability is crucial to support evidence-based decision-making. 

Historically, many councils have struggled to produce high quality MI. Consequently, up until now London Councils have supported many boroughs in variety of different ways in providing some elements of workforce data. However, resources in this area are limited and the data collected only allow the most basic of comparisons and analysis. There is clearly a need to look at how best this data can be collected and to take a strategic view of the workforce reporting across London.  

Proposal 

The proposal is to build a simple database or datamart, based on the agreed London HR metrics. The process would be based on boroughs extracting sets of data from their own HR systems, uploading this data into a secure database, undertaking a validation and transformation process for this data and then producing the finished benchmarking data and reports. 

Benefits 

By holding this data in a separate database, there are a number of advantages 

· It supports cross-borough comparisons and allows greater analysis based on occupational groups and other dimensions (e.g. turnover of staff by age group / first two years of employment)

· It reduces the administration for both boroughs and London Councils 
· It ensures that standard formulas and definitions are used on a consistent basis
· It promotes greater independence and ownership of the data within the partner boroughs 
How will this be developed? 

It is proposed that the first stage of this would be done from the existing resources of some of the key members of the group. This would involve mapping out the structure of the datamart and defining the rules behind the validation and data conversion routines. From this information, a working model would be built using standard Microsoft-based tools such as Excel and MS Access. 

The second stage would be to use this knowledge to build a web-based version of the datamart, which could be accessed by users with appropriate authorisation. It is likely that this second stage would require additional funding to develop. 


Timescales 

It is anticipated that the first stage would be completed by the end of August 2008, after which progress would be reviewed. 

Appendix C – Capital Ambition Structure
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