London Heads of Human Resources

Notes of the Meeting held on Friday 24 April 2015
In attendance

	Debbie Morris (Chair)
	H&F & K&C
	Steve Sherman
	Lambeth

	Martin Rayson
	B&D
	Dean Shoesmith
	Merton/Sutton

	Liz Hammond
	Barnet
	Marj Keddy
	Redbridge

	Nick Hollier
	Bexley
	Bernard Nawrat
	Southwark

	Charles Obazuaye
	Bromley
	Stuart Petrie
	Waltham Forest

	Jo Brown
	Camden
	Carolyn Beech
	Westminster

	Tony Gilling
	Enfield
	Roger Farrington
	City of London 

	Carole Engwell
	Haringey
	Suzanne Hudson
	LGA

	Jon Turner
	Harrow
	Selena Lansley
	London Councils

	Caroline Nugent
	Havering
	Debbie Williams
	London Councils

	
	
	
	

	
	
	


	
	
	Action
	Progress

	1.
	Apologies

	
	Apologies were received from Mildred Phillips (Brent), Heather Daley (Croydon), David Veale (Ealing), Dan Paul (Hackney), Pauline Moore (Hillingdon), Shane Lynch (Islington), Jan Douglas (Newham), Ian Stedman (Kingston/Richmond) and Simon Kilbey (Tower Hamlets).

	

	2.
	Notes of last meeting

	
	The minutes of the meeting held on 27 February 2015 were agreed.

	

	3.
	Matters arising

	
	It was agreed that ‘Working Time Directive’ in relation to the Bear case and implications on overtime and holiday pay policy should be a standing item on future agendas.


	

	4.
	Presentation:  Care Act London Workforce Programme (LSCP) – Tristan Brice, London Social Care Partnership and Phil Porter, LB Brent

	
	A copy of Phil Porter and Tristan Brice’s presentation is attached for information.
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Following the presentation colleagues discussed what the priorities are for HHR and how we could work together contributing to the ADASS workforce programme with Phil and Tristan.
	Martin Rayson to be the lead contact for adult social care and maintain contact with Phil and Tristan.

	5.
	CELC Work Programme Update

	
	Children’s Social Workers – Nick Hollier/Andreas Ghosh

Nick informed colleagues that it has been a challenge getting signed memorandums returned.  To date eleven boroughs had returned.  Could those boroughs who have not responded please either email Nick the signed form, letting him know of any issues/delays and/or indicate whether your authority intends to sign the MoC.
West Midlands had introduced a cap on agency rates along with a Memorandum of Cooperation, which seems to be working well.  The critical success factor appeared to be that the sign up to the memorandum was driven by their DCS’s.  It was suggested that boroughs wanting to sign up should talk to and encourage their DCS colleagues in the first instance to sign.

The sub group (Nick, Andreas, Marj and Ian), have been working on a subset of protocols.  Nick has drafted a paper which once cleared with the sub-group will be circulated to Heads of HR for comment ahead of the next HHR meeting scheduled for 5 June meeting.

In terms of communications, it’s down to timing in gaining the majority of boroughs signed up to the memorandum before we release any information and publically launch the MoC.

Suzanne Hudson informed colleagues that the East of England and SW region have or are currently working on and agreeing a Memorandum of Cooperation. The LGA will shortly be running a ‘return to social work’ campaign, details of which will be circulated when available.

Andreas informed colleagues that the first survey on Children’s Social Worker pay rates had been very useful to boroughs and the Heads of HR had initially agreed that we repeat the survey on a six monthly basis.  Tessa Mapley will shortly be contacting colleagues to update the data.  This second survey should help inform us on any decisions we make on pay.

The LGA/PPMA has been asked to do a piece of work on what HR’s role is in transforming the delivery of social work.  We need to have a dialogue of what an excellent HR would look like and in order to encourage this debate Andreas circulated a draft paper which is for consultation and comment (attached).
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Selena informed colleagues that Cheryl Coppell (Havering) is currently handing over the CELC lead for children’s social work to Mike Cooke (Camden).

Employer ability – Caroline Nugent
Caroline informed colleagues on the following:
· Awaiting a response from CELC whether boroughs would be prepared to pay £1,000 each so we can get someone to do a piece of work on what funding is out there for us to tap in to.


· Economic and regeneration contacts – limited number of responses from colleagues on who their lead contact would be.   Colleagues in attendance provided Caroline with details. 

· Redeployee packs – currently pulling together key points of what should be in a pack.  Aim is to share at our next meeting on 5 June.


· Postcode map – only a few responses from boroughs received to date.   Caroline agreed to email colleagues again with a spread sheet to complete.   The information received will be produced into a map for a visual aid to present to Chief Execs to help with the employability strand.  
	Colleagues to respond to Nick by no later than 30 April 2015.

Nick to circulate draft protocols ahead of the next meeting on 5 June. 
Tessa Mapley to repeat the CSW pay rate survey.
Caroline to email colleagues with a covering note that summarised what was needed from HoHR along with the post code spread sheet to complete.

Draft London redeployment pack guide to be issued ahead of the next meeting on 5 June.


	6.
	COMMERCIALLY SENSITIVE ITEM - Retender of the London Government Partnership – Dean Shoesmith

	
	Dean updated colleagues on the following:
LOT 1 – 19 boroughs have confirmed sign up, eight are deciding and six are a no.  Contract is signed and sealed and ready to go live.   Ten authorities outside London are interested in joining.

LOT 2 – 21 boroughs have confirmed sign up, seven to decide and five a no.

LOT 3 – developed a business case which suggests what Talent Wave might add to improve the transfer of people across the sector.  Once the sub-group have agreed the draft this will be shared with the rest of Heads of HR for comment.

LOT 4 – ten London boroughs joining so we are progressing with a go live date in July.  There are transition arrangements in place for those boroughs currently with Penna.  
There are a further twelve who do not wish to draw off, eleven boroughs undecided.

Currently working on looking at adding public notices to this Lot as there could be significant efficiencies (money) to be saved for boroughs.  This is actively being pursued and Dean agreed to keep HHR updated.

Possible new Lots:

Lot 5 – Development of Application Tracking System

Following some independent help from experts to build a specification the draft has now been sent out for comment.  Could colleagues alert their recruitment leads to this and feedback any comments to Dean.
Lot 6 – Online Psychometric Testing

In the process of drafting a specification but this Lot will compliment Lot 5.

Dean has also been asked to do a Lot 7.  This Lot would be about basic learning and development.  Discussions currently taking place to assess if this work will be progressed further.

Further information can be found on the LGRP website www.lgrp.co.uk 
The Chair asked if Dean could give some clarity on the recent invoice sent colleagues.   

Dean informed colleagues that the invoice was sent to meet the cost of the team at Sutton and back-filling.   This was originally discussed at Heads of HR about 18 months ago that costs would need to be covered.   
After a short discussion Dean agreed to check to see if all boroughs had been sent the invoice for payment.

Looking forward, if it was agreed to go ahead with Lots 5 and 6 then the cost of these would also need to be covered.

Dean confirmed that there is an annual charge of £500 for each Lot boroughs sign up to.  This charge dates back to 2011.  There is likely to be a raise to £600 p.a. per Lot.

It was agreed that for lots 1 – 4 this no longer needed to be listed as ‘commercially sensitive’ on future agenda items.


	Sub group to discuss the business case and future direction

Feedback any comments to Dean on specification for Lot 5.

Dean to confirm if all or which boroughs have been sent the referenced LGRP invoice for backfilling.



	7.
	Replacement of Designated Independent Person (DIP) Provisions – Phil Bundy, LGA


	
	Phil highlighted the following:
· The stated intention behind the amended regulations was to simplify and localise the statutory procedures.  This has not been the reality.

· The regulations came out at short notice despite the LGA highlighting lots of potential problems and requesting further discussions since 2013/14. The regulations were published without warning.
· Implementation date for boroughs is after the first council ordinary meeting which takes place after the 11 May 2015.

· Distinguishing between dismissal and disciplinary action

Although the explanatory note is unclear and confusing the answer probably lies in the new Regulations. They provide that the new Independent Panel process must be followed before a chief officer can be dismissed, in respect of disciplinary action as defined (see schedule 3, para. 2). No such obligation applies to other disciplinary action sanctions, so if the maximum potential sanction for the disciplinary action in question was less than dismissal, you would not have to follow the Panel process, unlike under the current DIP process which has to be followed for disciplinary sanctions below dismissal. However, in practice, this may not have much of impact as where chief officer issues get to a disciplinary stage, how often is the maximum sanction available less than dismissal?

· Expertise of the Independent Panel member/investigation issues

Panel members are appointed for the purposes of the member code of conduct under section 28 of the Localism Act, so they may well not have the relevant expertise to carry out the investigation and report. The Regulations are silent on who carries out an investigation, and how it is commissioned etc. so these are issues authorities are going to have to deal with. As the investigation is a key part of a disciplinary process, the authority will still want to ensure a proper and thorough investigation is carried out, so under the new regime, authorities may still find themselves needing to appoint someone external to carry out a DIP type investigation, followed by a report, at a cost similar to what they may incur now. In any event, the LGA advice is that while the DIP process remains contractual, authorities will need to find a way of working it alongside the Panel process.

· Invites to the Independent Panel

The Regulations provide that the authority must invite “relevant independent persons to be considered for appointment to the Panel, with a view to appointing at least two”.  “Relevant independent person” means any independent person who has been appointed by the authority under section 28 of the Localism Act, or where there are fewer than two, independent persons appointed at other authorities. So on that basis,the initial view is authorities would have to invite all their independent persons, and then appoint in accordance with the priority order. Apart from the priority order appointment/minimum of two obligations, the Regulations do not set out any other requirements. Presumably then it is up to authorities to decide on the size of any bigger Panel, and within the priority order obligations, set out a selection criteria for who will be appointed (if more than two local independent persons accept the invitation).

· Do the Panel have to recommend a level of sanction or can they opt out?

There is no sanction recommendation requirement, so the Panel could opt out. If though the Panel did make a recommendation and full Council applied a more series sanction that could make for a problematic tribunal clam.

· Who advises the Panel? Again the Regulations are silent on this, so authorities may need to set up an advice system involving an external independent adviser.

· Carolyn Downs has written to DCLG highlighting the concerns and requesting further discussion including the proposal that the regulations are repealed. LGA have a meeting with the unions on 29 April to discuss this further in relation to national T&C’s.

· The LGA will be shortly issuing guidance on the regulations which will include potentially how the new panels will work in the next bulletin.  

	

	8.
	London Councils Update
	


	Inner London

	Hourly rate (£)

	LLW gap

	Outer London

	Hourly rate (£)

	LLW gap


	Scp 5*

	8.75

	 40p

	Scp 5*

	8.65

	50p


	Scp 6

	8.80

	 35p

	Scp 6

	8.68

	47p


	Scp 7

	8.89

	 26p

	Scp 7

	8.70

	45p


	Scp 8

	9.09

	 6p

	Scp 8

	8.75

	40p


	Scp 9

	9.29

	 - 14p

	Scp 9

	8.83

	32p


	Scp 10

	9.44

	 - 29p

	Scp10

	8.97

	18p


	Scp 11

	9.92

	 - 77p

	Scp 11

	9.06

	9p


	Scp 12

	10.09

	 - 94p

	Scp 12

	9.23

	-8p



	*Deletion of Scp 5 from 1 October 2015

· As of 1 November 2014 the UK Living wage was £7.85 and the London Living Wage is £9.15 per hour.  The Living Wage rate is recalculated and any new rate announced in November of each year.

Local Government Services Future Working Briefing

The attached document ‘LGS future work briefing’ is the LGA briefing which was shared with you at the February meeting and GLPC (employers and unions) with the aim of stimulating debate around where the region want to be in relation to pay strategy and thinking through the implication of this.  The debate continued at the National Association of Regional Employers (Regional Chair Members) meeting on the 15th April where in summary continued support was reported for national pay bargaining with limited confidence expressed around the likely success of developing a productive joint agenda with the unions at this current time.  Support was voiced for work that identified the key future national workforce priorities starting from an employer’s perspective. There was a broad consensus that the Living Wage should remain at a local decision making level.  
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The Joint NJC is attending a workshop to discuss the common purpose and future work programme on 28 May.  External workforce related speakers have been invited.  In June I and the other Regional Employer Directors have been invited with the LGA to discuss a complimentary future work programme.

Colleagues in attendance had a discussion about whether their borough was currently looking at reviewing pay and terms and conditions.   All agreed that this needs to be a wider discussion at Heads of HR and it was agreed that a ‘slot’ be added to the June agenda to share information.    

Caroline Nugent suggested that it would be a good idea to organise a ‘support network’ for those boroughs looking at making changes.  It was agreed that Julian Sivill, OneSource, contact colleagues to gauge interest and set up a meeting.
GLPC Job Evaluation Scheme

Selena informed colleagues that she has written a proposal to refresh the GLPC job evaluation scheme, this would be mainly around the conventions, language within the scheme and training materials.  This has not yet been mentioned to the unions but a refresh is something that the unions have mentioned at joint secretaries meetings.

If a refresh is agreed we are hoping this piece of work will take place in the summer. 

London Living Wage (Please check attached showing status of your borough)

The attached summary that is shared with the GLPC Union Side (attached) shows that overall 27 London boroughs are or have agreed to pay directly employed staff the minimum of the LLW (11 boroughs are accredited as Living Wage Employers).  Kingston is currently considering a policy and the remaining four authorities have decided not to take any action at this stage.  
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	.  

Add to June agenda ‘Future Pay Strategy’ – discussion and information sharing
Caroline to discuss with Jo Brown (new PERF lead) how best Julian Sivill might work with the network to support this work.


	

	9.
	HR Metrics Service Update
	

	
	Jon Rowney, London Councils, sent his apologies as he was unable to attend this meeting but the attached update report, schedule of responses to surveys and HR metrics service timetable of surveys where tabled. Any questions or comments etc. please email them via Debbie Williams.
Selena informed colleagues that all 33 London boroughs had now signed and committed to the service for the next three years.
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	10.
	Any Other Business
	

	
	The Chair wished to give thanks to Shane Lynch for all his hard work and support to the Network, especially for the work he has undertaken  as the Public Health lead and wished him all the best in the future.  We hope he will keep in touch.
Marj Keddy has kindly offered to take over as the London HHR lead for Public Health. 

OD Network Update

Martin Rayson informed colleagues that the OD network met on 21 April and it was a very constructive meeting where the group worked on finalising a future work programme.  This will be circulated to Heads of HR when ready.
The group are working collaboratively on a number of issues e.g. flexible working – practicalities, links to job families and generic roles.

DBS Checks

Martin asked colleagues if they were struggling with delays with the Police.   Is this something we could tackle collaboratively?

Pay and Employee Relations Network – Stuart Petrie, WF
Stuart informed colleagues that this network was to be refreshed and the future of the group, work plan and terms of reference (ToR) will be discussed at the next meeting scheduled for 20 May.   The current ToR is quite old so will need to be re-vamped (attached).
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Following a group discussion the following was agreed:

· The network be renamed Pay Network.

· Jo Brown, Camden, volunteered to be the network’s Head of HR sponsor

LGA Annual Earnings Survey

Selena mentioned to colleagues that the GLPC employers’ side supported London completing the LGA’s annual earning survey.  The results of this survey will inform future NJC pay negotiations (along with other important tasks). A copy of the survey is attached along with the distribution list so that colleagues can check who it has been sent to as it appears not always the Head of HR.

If you wish to update the contact list or have any other queries please contact Stephen.Richards@local.gov.uk.
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Jon Turner, Harrow

Jon informed colleagues of the following:

· Harrow finalising inter-authority agreement for a shared OD service with Buckinghamshire CC.

· DIP – if any colleagues would be interested in a ‘pool’ of independent investigators, which would include training, can they please email Jon.   Having a ‘pool’ could work out cheaper for boroughs.

	Final draft of OD work programme to be circulated once available.
Colleagues to let Martin know if they are experiencing delays.

LGA will be writing to Chief Execs w/b 27 April to encourage boroughs to complete the survey.  Selena to email a copy of HHR

Please email Jon if interested in being part of a ‘pool’ of independent investigators.


	11.
	Date of Next Meeting

	
	5 June 2015 – 10am-1pm at London Councils offices
Future Meeting Dates

10 July 2015 
11 September 2015 

23 October 2015 

20 November 2015
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Heads of HR

Adult Social Care Workforce

Phil Porter – Strategic Director, Adults, Brent Council 



Tristan Brice - Programme Manager 

London Social Care Partnership 







Overview 

The context and challenges

Care Act   

The current architecture 





Context – ASC workforce overview

The workforce is growing



76% workforce delivering direct care



9% of ASC workforce in Local Authorities and the % is falling  



Main growth area is domiciliary care and directly employed Personal Assistants









Context – factors in the workforce 



Zero hours contract make up a significant percentage of the biggest employers



Comparatively low levels of qualifications 



Reliance on EEA (non-British) and Non- British workers











Context – high turnover/low wages





Biggest challenges 







Care Act - Commissioning for Better Outcomes 



http://www.adass.org.uk/policy-documents-commissioning-for-better-outcomes/

Issues in the market: 

 

23 April: 

ADASS President Ray James said:  

“Nothing but nothing determines the quality of a citizen’s experience of social care more than the dignity and respect they are afforded by those entering their homes and lives. “ 



“Front line social care workers deserve to be trained, valued and remunerated in a way that is consistent with the quality of service that we rightly expects of them.” 







Shortage of nurses 







Care Act – Local authority 

Commissioning workforce 



Embedding phase 1: well being – culture change 



Additional demand from Phase 2 – self funders, new operating models required 



Safeguarding – new Pan London procedures in late summer will create new drivers for change 



Existing challenges: 

Occupational Therapy staff 

Social work – continuing to focus the role and recruiting experienced advanced practitioners and senior practitioners to lead 







Multi-agency programme

Multi-agency steering group

Projects

Networks

Task and Finish Group

Existing architecture - Local social care partnership 











ADASS – London Branch

Chair: Cathy Kerr





LSCP Advisory Board

Chair: John Powell





LSCP Core Team

Programme Manager: Tristan Brice





Sector Lead Improvement

Anne Bristow 





Care Act

Dawn Wakeling





Mental Health

Gill Vickers





Dementia

Simon Williams / Nerida Burnie





End of Life

John Powell





AD network

Aileen Buckton





Commissioners Network

Chair: Simon Williams / Dr Nerida Burnie





Train the Trainer





Dementia Friendly Communities





MH Leadership Group

Chair: Gill Vickers / Wendy Wallace





Personalisation





Safeguarding

Joy Hollister 





Dignity, Capacity and Safety Steering Group

ChairJoy Hollister





Safeguarding Adult Board Chairs

Chair: Marion Harrington





SLI Working Group:

Chair: Anne Bristow





Care Act DASS Leads

Chair: Dawn Wakeling





London Safeguarding Adult Network

Chair: Mary Wynne





MCA DoLS

Chair: Liana Kotze





End of Life Alliance London

Chair: John Powell/ / Jane Collins





End of life Network

Chair: John Powell





Carers

Grainne Siggins





Carers Network

Chair: Grainne Siggins





Health Programmes

Grainne Siggins / Dawn Wakeling





London Health and Care Integration Collaborative

Chair: Martin Smith





Health and Wellbeing Board (HWB) Steering Group

Chair: David Jones





Collaborative Working Group





Integration Team





Local HWB Development Offer





BCF Support





HWB Chairs Network





HWB Leads Network





Facilitated Discussions (NHSE; PHE; Healthwatch





HWB Mapping Project





Winterbourne View

Sean McLaughlin





Winterbourne View Steering Group

Chair: David Jones





Engagement of service users and carers





Review the local account template





Develop tool box online to support local implementation





Explore whether health colleagues could adopt SLI methodology





Performance

Ade Adetosoye





Strategic Performance Leads Network

Chair: Ade Adetosoye





Continue phased peer review programme. Nine scheduled for 2014-15 





Pharmacy





Support Leadership Groups





Urgent and Emergency Care Board





Finance

Joy Hollister





Personalisation

Bernie Flaherty 







Information Management Group

David Archibald





Finance Leads

Chair: Joy Hollister





TLAP





CHC

Tom Brown





CHC leads

Chair: Pratima Solanki / Claudia Thompson





Care Act Leads

Chair: Anne Bristow







Commissioning Leads

Chair: Phil Porter





Integration projects





IMG Network





Workforce

Chair: Phil Porter





Public Health

 Kim Wright





MH Social Care Leads Network

Chair: Rob Blackstone

























































































































































































































































































































































































Existing architecture - Skills for Care

London Core Network 

Sub regional core networks 







Heads of HR…
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Pay & Employee Relations Network

Terms of reference


Purpose

To provide members with a trusted professional forum to share knowledge, experiences and practical ideas with regard to pay and employee relations matters and information management to aid delivery of the best possible public service to our customers now and into the future.

Aim

· Share intelligence on matters of strategic importance to London local government pay, reward and engagement, employment terms and ER professionals.

· Space and support to share knowledge, experiences and ideas so members can learn from each other and identify opportunities for mutual benefit.

· external input that supports new ways of thinking whilst acting as a catalyst for identifying shared solutions, strategies or products etc. that contribute to the continued gains in efficiency and improvements across the pay, reward and engagement, employment terms and ER agenda.


Governance Arrangements

· Chair and Vice Chair will be elected from within the current membership every 2 years or as agreed by the network.


· The Head of the London Regional Employers’ Organisation will act as the secretary to the network.

Membership

All directly employed London borough leads for pay and employee relations matters may attend as a member of this network.  They will be of appropriate seniority and have the authority to make decisions and contribute on behalf of their London borough.  

If on occasion a member cannot attend then they may nominate a suitable HR colleague to attend in their place, although any replacement must also be directly employed by the London borough.  Other representatives (such as those from external organisations) may attend individual meeting by invitation only and where there is a clear benefit to a significant number of London boroughs.  No information gained from the meetings is used for commercial gain or competitive practice that has a negative impact on any of the London boroughs.  The network will continue to operate on the basis of personal trust and professional integrity, working for the mutual benefit of London boroughs as a collective.


Roles and responsibilities of the group members

· Actively participate in a constructive manner at network meetings;  

· Offer a fair share of contributions to the agenda planning and meeting discussions and activities e.g. sharing borough experiences, ideas and actively participating in peer support;

· Commit to provide a fair share of borough resources (including key talent) to contribute and drive through agreed collaborative work streams; 

· Support the provision of data to enable benchmarking analysis that supports decisions;

· To cascade recommendations, information and progress where relevant and appropriate to other London Councils HR networks as well as within their home borough.

· To contribute to the activities within the strategic network’s delivery plan.


· To cascade recommendations, information and progress against the network’s delivery plan within their organisation.


· Coordinate with Heads of HR group


Role of the Chair and Vice Chair

· Contribute to the agenda planning process e.g. attend agenda planning meetings.

· As appropriate respond on behalf on the network to speaking requests, views etc.

Role of London Councils

· Provide relevant and timely updates on matters of strategic importance to the workforce that provides London local government services.

· Support any additional agreed collaborative work e.g. linking with other workforce planning networks e.g. IES, LGA and other HR Networks as well as providing more practical support in facilitating agenda setting and sending out meeting papers, providing a room etc. 


· Building and maintaining strong links with influential thought workforce development leaders (e.g. CIPD, IES, LGA PPMA, Work Foundation) and other partner organisations (e.g. NHS, GLA Group, Emergency services).

· Provide a wide range of ideas, materials and speakers to support the current and future workforce agenda.


· Support the maintenance and on-going development of the London HR Metric service that is jointly commissioned by the network. 

· Set the date of the four meetings each year well in advance 


· Distribute the agenda and notes of the meetings ensuring that decisions, recommendations and outstanding actions from previous meeting(s) are recorded for review


Meeting Format

· Meeting every quarter (approximately 4 times a year) normally held at London Councils offices.


· Expert speakers to provide new workforce planning and workforce information thinking during the year.

Project based task groups


Project based task groups will be created and resourced by nominations from the strategic network members, as required, to achieve the objectives of the collectively agreed delivery plan.


A network member will be nominated as the “lead officer”.  Project group contributors may be other network members or a nominee from their organisation.
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Introduction

		

				Welcome to the LGA Local Government Earnings Survey 2014/15.

				Before completing the form please ensure the file is saved on to your own desk top by using the "File" and "Save As ..." commands in your menu bar at the top of this window.

				If you have any questions or problems do not hesitate to contact Stephen Richards:

				e-mail:		stephen.richards@local.gov.uk

				Telephone (direct):		020 7664 3256

				Deadline: 11th May 2015

				Thank you in anticipation of your help.

				How to use the form:

				The tabs at the bottom of the form allow you to move through the different pages. Alternatively you can use the hyperlinks below, or on the title page, to go directly to a particular page.

				Contact Details		Please provide your full contact details here.

				Use of data in LG Inform		Please indicate whether you consent to your data being uploaded to LG Inform and shared with government departments or their agents

				Guidance Notes		Complete guidance notes for the survey are available here, and include the scope, inclusions, exclusions and definition of each data item.

				Survey Form		Please enter data on all relevant staff here. Full details of column order and coding are set out in the guidance notes.

				Validation		This sheet allows you to clean and validate the survey data. This can also be done using the toolbar in the survey form.

				The following buttons are provided to improve the ease of navigation through the form and assist with completion.

						You can also use these buttons to move to the previous/next section.

						Allows you to print all the survey's guidance notes.

						Allows you to save any changes you have made to the survey.

						Opens the survey toolbar which provides useful tools to assist in the submission of data. This includes quick guidance, data cleaning tools, validation and error checking.



Local Government Earnings Survey  2014/15

Survey  Form

Guidance Notes

Survey Form

Contact Details

Validation

stephen.richards@local.gov.uk

Use of data in LG Inform



Contact Details

		

				Local Authority:

				Name:

				E-mail:

				Tel:

				Thank you in anticipation of your help.

				Completed forms should be returned as soon as possible or by 11th May 2015 to:

				Stephen Richards

				Local Government Association

				Tel: 020 7664 3256

				Email: stephen.richards@local.gov.uk



Contact Details



Use of data in LG Inform

		

				LG Inform

				LGA would like to use aggregated data from this return, on a named authority basis, within LG Inform (http://lginform.local.gov.uk). This data covers average pay across all staff (basic and gross, male and female, full-time and part-time) and breakdowns of the workforce by age and ethnicity. LG Inform enables councils and fire and rescue authorities to compare and benchmark information; reports using aggregate data may also be published. Please indicate here if you do not agree to disclosing the information you provide in this return to LG Inform:

				Uploader's Agreement

				LG Inform allows councils (and fire and rescue services/authorities) to upload data before it is officially published ('provisional'), and data that is not collected nationally ('local'). LG Inform may be the only collection place for some 'local' data, which may make it subject to Freedom of Information (FOI) requests. For this reason, and in the interest of transparency, the LGA will make publicly available all 'local' data following a period of restricted access, which will be determined on an individual basis but will, under no circumstances, exceed one year after the date to which data relates. 'Provisional' data will not be published by the LGA because it will inevitably be published by the official data collector after a period of quality assurance.

				The accuracy of the uploaded data is the responsibility of the local authority submitting it (the data owner). All users submitting local data are required to confirm the accuracy of the data.

				LG Inform users with whom 'provisional' or 'local' data has been shared must not disclose it outside of the group with which it has been shared, unless they have written consent from the data owner or owners. The LGA will take all reasonable steps to prevent users disclosing such data without consent, but users who upload their local data for benchmarking do so at their own risk.

				Please read the agreement above and tick the boxes below to confirm:

				Note on public access to LG Inform

				Once data is made live in LG Inform, all local authority registered users will be able to view it. Reports and data in LG Inform are accessible to the public, but such access will only be granted a year after the date to which data relates, i.e.:

				- public access to 2013/14 data will be granted on 1st June 2015

				- public access to 2014/15 data will be granted on 1st June 2016.

				You are, of course, free to publish your own results publicly on your own site whenever you choose. Freedom of Information requests received by the LGA for pre-release of the data you have submitted as part of this exercise will be refused, applying the exemption set out in section 22 of the Freedom of Information Act 2000, namely: "information is intended for future publication".

				Please indicate here if you do not agree to disclosing any information provided in previous earnings surveys to LG Inform:

				Sharing with others

				Also, please indicate below if you do not agree to the LGA disclosing, on an identified authority basis, an aggregate of the information you provide in this return to government departments or their agents, for research purposes.



Use of data in LG Inform and elsewhere

I do not agree to sharing 2014/15 aggregated data for my identified authority with other councils and fire and rescue authorities, through LG Inform

I do not agree to sharing aggregated data for my identified authority with government departments or their agents, for research purposes

I confirm I have read and accept the uploader’s agreement

I confirm the accuracy of the data and information I have submitted

I do not agree to sharing aggregated data from previous earnings surveys for my identified authority through LG Inform



Guidance Notes

		

				USING THE FORM

				LGA is continuously striving to improve national methods of data collection. In 2007 we introduced the Earnings Survey as a replacement for numerous other pay collections which, for the first time, collected individual level data for all relevant staff. Submission by this method avoids authorities having to aggregate data and, according to the feedback we have received, facilitates easier extraction of the data from HR and payroll systems.

				Submissions must use the codings provided below, or those set out in the workforce data standards, for each data item and should ensure that the data is ordered correctly (relating to the column headings in the survey form). One row should relate to one post (although we understand they might in some cases relate to a person and not a post and will deal with these issues on an individual basis).

				TIMING

				The data should relate to the pay period including 1st March 2015.

				SCOPE

				This survey covers all staff directly employed by the local authority excluding teachers, councillors and staff covered by Fire and Police pay negotiating groups.

				Please include all employees aged 16 years or over that your authority directly pays from its payroll(s), in return for carrying out a full-time or part-time job or being on a training scheme. Each employee should have a contract of employment. Please include all employees with a permanent or temporary contract, and any casual employees who were paid by the authority in the pay period.

				EMPLOYEES TO INCLUDE:

				all employees including modern apprentices that were in receipt of pay during the pay period, including any who started or finished their employment part way through the pay period;

				any employees on casual or annualised hours contracts that were in receipt of any pay in the pay period including 1st March 2015;

				agency workers paid directly from the authority’s payroll(s);

				those temporarily absent but still on the payroll(s);

				all those on paid maternity or paternity leave;

				any employees on paid sick leave (being paid either in full or part);

				any employees on paid special leave;

				any employees on short-term unpaid leave (e.g. for bereavement or parental leave) that were in receipt of some pay during the pay period;

				all employees covered by the National Joint Council (NJC) for Local Government Services (the Green Book);

				Youth and Community Workers;

				Soulbury Staff; and

				all employees covered by JNC for Craft Workers.

				any employees covered by JNC for Chief Executives and Chief Officers;

				EMPLOYEES TO EXCLUDE:

				all ranks of police and police cadets, and police support staff;

				lecturers and teachers;

				councillors;

				fire-fighters, fire officers and control room employees paid on NJC for Fire Brigades’ scales;

				probation officers and other probation employees;

				agency workers paid directly from the agency payroll;

				the self-employed;

				voluntary workers;

				former employees only receiving a pension;

				directors who do not receive a salary;

				any employees on unpaid sick leave;

				any employees on casual or annualised hours contracts that were not in receipt of any pay in the pay period including 1st March 2015;

				any employees on short-term unpaid leave (e.g. for bereavement or parental leave) that were not in receipt of any pay during the pay period; and

				any employees on career breaks or long-term unpaid leave.

				COMPLETION OF THE FORM

				On each line of the form the information relating to one post should be entered. Please only include posts whose incumbent received some payment in the pay period including 1st March 2015. Please exclude teachers, councillors and staff covered by fire and police negotiating groups.

				JOB TITLE

				Please enter the post holder’s official job title in this column. Job title is not subject to any coding or formatting restrictions.

				SERVICE AREA

				Provision of service area is not subject to any coding or formatting restrictions (other than its placement within the sheet as identified above) although we do request that categories are as close as possible to those defined in the workforce data standards.

				JOB ROLE (OPTIONAL)

				If your authority's system includes any data on job role (including from the NMDS-SC, School Workforce Census, SOC2000 or local classifiation) please provide it here. This will not be subject to any coding restrictions this year. In the future we would hope to move towards using the job role classiication defined in the workforce data standards.

				GENDER

				Please enter M if the current post-holder is male, F if the current post-holder is female or NK if gender is not specified or not known.

				M		Male

				F		Female

				NK		Not known

				ETHNICITY

				Please use the following codes for ethnicity. Submissions are not case-sensitive but please ensure that they are spelt as below:

				WHITE

				MIXED

				ASIAN

				BLACK

				OTHER

				NOT KNOWN

				AGE

				Please provide the employee's age as at 1st March 2015. If you only have the employee's date of birth then please enter it in the format dd/mm/yyyy and use the recalculate age button provided on the survey form. Age should be a whole number.

				CONSIDERED FULL-TIME OR PART-TIME

				Please enter F for employees considered to work full-time, P for employees considered to work part-time or N for employees who are considered to be neither full- nor part-time.		Please enter FT for full-time employees and PT for part-time employees. Submissions are not case-sensitive but the coding (FT or PT) must be used.

				F		Full-time

				P		Part-time

				N		Considered neither full-time nor part-time

				FULL-TIME EQUIVALENT - IN WEEK

				To calculate an employee's weekly FTE, authorities should divide the contracted weekly hours worked by the employee by the number of hours in the full-time standard working week for their job role. Full-time equivalent should be a number greater than (or equal to - in the case of casual staff only) 0 and less than or equal to 1.

				For part-time employees please give FTE to two decimal places; FTE for full-time employees should be 1. For casual employees (e.g. those on zero hours, annualised or sessional contracts) please enter an FTE of 0 or leave FTE blank.

				For full details of the calculations used and how FTE - in week is defined in the workforce data standards please click on the title above or go to the data standards sheet.

				TYPE OF CONTRACT

				Please provide details of the type of contractual arrangement that applies to the post-holder. The following codes should be used:

				PERM		Permanent

				TEMP		Temporary or Fixed Term

				CASUAL		Casual, Call-off, Bank/Pool, Sessional or Other

				CONTRACTED WORKING HOURS

				The contracted basic hours relevant to the survey pay period.

				Weekly hours worked should be multiplied by the number of weeks in the pay period. (A standardised calendar month consists of 4.34 weeks). The hours should be shown as decimals and not actual hours and actual minutes, e.g. 36 hours and 45 minutes should be shown as 36.75 and not as 36.45. Please exclude any overtime worked during the pay period.

				PAY PERIOD

				Authorities are asked to indicate the pay period for each member of staff. This pay period should then be used in reference to all hours and pay data provided. Thus, for weekly-paid employees all earnings and hours should relate to a week, for the monthly-paid all earnings and hours should relate to a month, etc. The pay periods are listed below; please use the codings provided below.

				ONE		Weekly

				TWO		Bi-weekly

				FOUR		Four weekly

				MONTH		Monthly

				BASIC PAY IN PAY PERIOD

				The basic salary for the employee's pay period (not the annual salary) should be entered here. Please see below for inclusions and exclusions.

				Include: pay before deductions for PAYE, National Insurance, pension schemes and voluntary deductions. All basic pay relating to the pay period. London and other area or fringe allowances.

				Exclude: all pay that relates to a different pay period, travel and subsistence expenses, and any overtime, shift premium and bonus or incentive pay.

				GROSS PAY IN PAY PERIOD

				The total gross pay for the employee's pay period (not the annual salary) should be entered here. Please see below for inclusions and exclusions.

				Include: pay before deductions for PAYE, National Insurance, pension schemes and voluntary deductions. All basic pay relating to the pay period. London and other area or fringe allowances. Any overtime, shift premium, bonus or incentive pay and any other pay relating to the pay period.

				Exclude: any payments for travel or subsistence expenses and all pay that relates to a different pay period.

				Abnormal payments such as advances or arrears of pay, additional pay for statutory holidays, holiday pay for holidays outside the pay period and reimbursement of travelling, subsistence or similar expenses incurred in carrying out employers’ business should be excluded. Therefore, if an employee is in receipt of back-pay these payments should be excluded from the form.

				TERM-TIME WORKERS

				For staff who work term-times only, if possible, please either incorporate annual leave entitlement and public holidays into each of the basic salary in the pay period, the full-time equivalent and contracted working hours over the period, or exclude annual leave entitlement and public holidays from all these columns. An example is given below:

				Teaching assistant
Annual salary £24,000
Works 39 weeks of year
Full-time (37 hours per week)

Pro rata 32 days annual leave and public holiday a year = 6.4 weeks
45.4 total working weeks a year
Paid monthly

				Including holiday

FTE = 45.4/52 = 0.87
Monthly hours = 0.87 * 37 * 52/12 = 139.70
Monthly basic pay = (24000 x (37/37) x 45.4/52)/12 = £1,746

				Excluding holiday

FTE = 39/52 = 0.75
Monthly hours = 0.75 * 37 * 52/12 = 120.44
Monthly basic pay = (24000 x (37/37) x 39/52)/12 = £1,500

				DATA STANDARDS

				The Workforce Data Standards were published by the LGA and partners in April 2010. As such we do not expect any councils to have fully adopted the standards at this time. However, the new standards build on existing standards, such those defined under e-GIF, and give an indication of the future direction for data definitions. For this reason we recommend them as building blocks for councils' data from now on, and on this page provide authorities with an illustration of how the standards can help to more accurately define and capture data.

				Under each heading all relevant data items are listed, along with any exclusions or inclusions that apply and any relevant mapping. Once the data standards are in use, employers will be able to define exactly what data they want to extract by defining rules linked to each of the data items.

				For example, this survey should exclude all casual staff that were not paid during the survey period. The data standards, once implemented in councils’ systems, will enable rules to be defined that will accurately identify casual staff, and then include or exclude them based on the values of other data items.

				Certain data items have already been fully incorporated into this survey and, as such, can be entered either in the way set out using either the codes set out in the Guidance Notes or the codesets detailed in the data standards documentation and below. For these items authorities are encouraged to enter the standardised codes. These will be recoded by the validation process to ensure comparability with existing survey categories.

				For example, the survey asks for Gender to be entered as M, F and N. The data standards specifies four numeric values of 0,1,2 and 9. If you have already adopted the data standards and have these numeric codes on your system then please use them instead - the validation process at the end of the survey will recode them to the comparable survey codes.

				For more information on any data item listed below simply download the workforce data standards from our website (see link below) and cross-reference any data item. At the beginning of the data standards document there is an index sorted by item code (found in brackets next to each data item) which will help you quickly and easily find the relevant data item.

				http://www.local.gov.uk/web/guest/local-government-intelligence/-/journal_content/56/10171/3030675/ARTICLE-TEMPLATE

				SCOPE

				The scope of this survey is defined by the type of contract an employee has (they must be directly employed), whether they received payment in the pay period (as casual staff who did not are excluded), and what role they undertake (as teachers etc are excluded). In future years we will specify scope through reference to particular data items and values relating to them:

				Nature of Relationship (S415, D060) - only include those staff employed directly (1).

				Job Role (S400, D055) - exclude the following staff: All Teaching Professionals (H05 - H70).

				Type of Contract (S420, D150) - if type of contract has the following values: Call-off (TC4), Casual (TC5), Bank/Pool (TC6), Sessional (TC7) then Monthly Gross Pay (S555) or Weekly Gross Pay (S560) must be greater than zero.

				JOB TITLE

				Job Title (S410) - no inclusions or exclusions apply.

				SERVICE AREA

				SERVICE AREA (S210, D100) - the workforce data standards define a high-level description of a service. We understand that it is unlikely you will have implemented the standards yet but please provide service area data as close to the following codeset as possible:

				corporate/democratic

				adults social care

				education and children's services

				health

				housing

				culture, recreation and sport

				highways, roads and transport

				environmental services

				planning and development services

				JOB ROLE

				Job Role (S400, D055) - the workforce data standards provide a classification of job role that will assist in standardising how roles are defined across collections, departments, etc. This classification will be used in the outputs of this survey (we automatically classify roles based on job titles) to assist in benchmarking.

				If your authority has any job role classification attached to a post (including those from the data standards but also other collections - typical examples are from NMDS-SC, School Workforce Census, SSDS001, SOC2000) then please include in this survey (in any format). This will assist us in classifying roles and will inform how we make the transition to the new classification as simple as possible.

				GENDER

				GENDER (S040, D050) - defines 4 valid values for gender. As this survey collects only three the following mapping applies:

				M		Male (D050 - value 1)

				F		Female (D050 - value 2)

				NK		Not known (D050 - value 0) & Not Specified (D050 - value 9)

				If you have already incorporated the data standard for gender (and therefore have the four numeric values on your system) please enter these instead. The survey form will automatically recode the standard codeset to the correct survey codes.

				ETHNICITY

				ETHNICITY (S065, D045) - defines 18 values for ethnicity. As this survey collects only six the following mapping applies:

				WHITE		White British (WBRI) & White Irish (WIRI) & Any other White Background (WOTH)

				MIXED		White and Black Caribbean (MWBC) & White and Black African (MWBA) & White and Asian (MWAS) & Any other Mixed Background (MOTH)

				ASIAN		Indian (AIND) & Pakistani (APKN) & Bangladeshi (ABAN) & Any other Asian Background (AOTH)

				BLACK		Black Caribbean (BCRB) & Black African (BAFR) & Any other Black Background (BOTH)

				OTHER		Chinese (CHNE) & Any other Ethnic Group (OOTH)

				NOT KNOWN		Refused (REFU) & Information not yet Obtained (NOBT)

				If you have already incorporated the data standard for ethnicity (and therefore have the 18 codes on your system) please enter these instead. The survey form will automatically recode the standard codeset to the correct survey codes.

				AGE

				DATE OF BIRTH (S050) - Please use Date of Birth to calculate age as at 1st March 2015 - this can be done automatically within the survey form.

				CONSIDERED FULL-TIME OR PART-TIME

				CONSIDERED FULL-TIME OR PART-TIME (S500) - data item uses exact coding as set our in standards. Please refer to standards document for any additional guidance.		Please enter FT for full-time employees and PT for part-time employees. Submissions are not case-sensitive but the coding (FT or PT) must be used.

				FULL-TIME EQUIVALENT - IN WEEK

				FULL-TIME EQUIVALENT - IN WEEK (A300) - if BASE INTERVAL (S480) is the same for both S485 and S490 (i.e. Both contracted working hours and equivalent full-time hours are on a monthly basis) then

				divide CONTRACTED WORKING HOURS (S485) by EQUIVALENT FULL-TIME HOURS (S490).

				See Standards for guidance if BASE INTERVAL is different for S485 and S495. Calculation cannot be determined where S480 or S490 is omitted or equals zero. In this case please leave blank.

				TYPE OF CONTRACT

				TYPE OF CONTRACT (S420, D150) - defines 8 valid values for type of contract. As this survey collects only three the following mapping applies:

				PERM		Permanent (TC1)

				TEMP		Fixed-Term (TC2) & Temporary (TC3)

				CASUAL		Call-off (TC4) & Casual (TC5) & Bank/Pool (TC6) & Sessional (TC7) & Other (TC8)

				Permanent – This applies where the contract is open-ended, i.e. no end date has been set.

				Fixed Term – contract has both a start and an end date.

				Temporary – used where a person may be a temporary appointment but, unlike a fixed term contract, the end date is not known.

				Call-off – This applies where the contract is open-ended and engagement is on an ‘as-needed’ basis.

				Casual – an ad hoc working arrangement, that tends to be short term and triggered by a specific resource requirement.

				Bank/Pool – applies where the worker is part of a bank or pool, supplying services either within the employing organisation or in related organisations.

				Sessional – A contract where the units are sessions as opposed to hours.

				Other – Any other type of contract.

				If you have already incorporated the data standard for Type of Contract (and therefore have the 8 codes on your system) please enter these instead. The survey form will automatically recode the standard codeset to the correct survey codes.

				CONTRACTED WORKING HOURS

				CONTRACTED WORKING HOURS (S485, S480) - The base number of hours in an individual contract of employment. This will normally be stated as hours per week, however:
a) this should use pay period as the base unit (e.g. if pay period is MONTH, then hours should be per month not per week). See BASE INTERVAL (S480, D025). Standard multiplier from Week to Month is 4.34.

				b) some contracts are set up on a call-off basis, i.e. there is no concept of a particular number of hours. In this case an entry of zero is appropriate;

				c) other contracts may specify a range, e.g. between 10 and 20 hours per week.  In this case an entry of zero should be used.

				PAY PERIOD

				BASE INTERVAL (S480, D025) - The Pay Period is an example of a Base Interval, the base unit for other data on hours or pay. These should be specified as detailed in Guidance Notes.

				BASIC PAY IN PAY PERIOD

				BASE INTERVAL (S480, D025), ANNUAL BASIC SALARY RATE (S515), WEEKLY BASIC SALARY RATE (S520), DAILY BASIC SALARY RATE (S525), HOURLY BASIC SALARY RATE (S530) - we would hope to move to a collection of pay based on one of these three data items in the future but were advised by councils this would be difficult to implement so have maintained the capture of pay against pay period for this year.

				The rate of basic pay that a person receives for a particular post in the pay period. The basic rate is an amount before deductions for PAYE, National Insurance, pension schemes and voluntary deductions.

				Other components of pay, such as for shift work, are recorded separately as Additional Payments (S575, D020).  When such additions are taken into account these form the person's gross pay.

				Note: In some circumstances pay is calculated by taking weekly pay over a fixed number of weeks, and then a regular monthly amount is apportioned across the whole year. An example is the prevalence of term-time only contracts for school support staff.

				GROSS PAY IN PAY PERIOD

				BASE INTERVAL (S480, D025), ANNUAL GROSS PAY (S550), MONTHLY GROSS PAY (S555) WEEKLY GROSS PAY (S560) - we would hope to move to a collection of pay based on one of these three data items in the future but were advised by councils this would be difficult to implement so have maintained the capture of pay against pay period for this year.

				There are also challenges around the timing of the collection of gross pay data as, by definition, it must always be collected retrospectively.

				Includes all components, i.e. a basic salary rate plus any additional payments (see Additional Payment Type for more details).



Guidance Notes

http://www.local.gov.uk/web/guest/local-government-intelligence/-/journal_content/56/10171/3030675/ARTICLE-TEMPLATE



Survey Form

		DESCRIPTION OF ROLE						DEMOGRAPHICS						CONTRACT								PAY																VALIDATION RESULTS

		JOB TITLE		SERVICE AREA		JOB ROLE
(OPTIONAL)		GENDER		ETHNICITY		AGE		CONSIDERED FULL-TIME OR PART-TIME		FULL-TIME EQUIVALENT - IN WEEK		TYPE OF CONTRACT		CONTRACTED WORKING HOURS		PAY PERIOD		BASIC PAY IN PAY PERIOD		GROSS PAY IN PAY PERIOD												POSSIBLE ERRORS		BLANKS		ADDITIONAL PAY
(% OF BASIC)		BASIC HOURLY PAY





Validation

		

								CLEANING AND VALIDATION

								This sheet is intended as a guide for local authorities to check that the data they submit is accurate, valid and has the correct formatting/coding. Please check all queries identified below before submitting your data.

								Please note: cleaning and validation processes will freeze your screen and can take upwards of five minutes per 10,000 entries to complete. Please ensure you are not running any other programs when undertaking cleaning and validation and allow sufficient time for the computer to run them undisturbed. Other programs will not function properly while processes are in operation. If you are experiencing any difficulty with the forms then please contact Stephen Richards (stephen.richards@local.gov.uk; 020 7664 3256).

								To begin the validation process please click "validate data". This will format your data and clear any additional spaces, recode basic mistakes, etc. before running the validation checks which will identify any obvious errors within your data.

								Please check your data, paying particular attention to any errors highlighted below and in the sheets itself. When you have made changes you can re-run the validation process. This can be done as many times as necessary. The validation process will add four additional columns to the end of your survey data. These are as follows:

								1. Number of possible errors in row.
2. Number of blanks in row.
3. Total additional pay (as a % of basic pay).
4. Basic Hourly Pay rate - calculated using basic hours and basic pay.

								The first two columns will allow you to filter your data so that only the rows with blanks or errors are showing. This will make it easier for you to isolate the rows that need correction. The other rows should make it easier for you to spot any errors in submitted pay data.

								Any cells that should contain data which have been left blank will be highlighted in orange in the relevant data entry sheet. If you have blanks in any rows please try and provide this data. If this is not possible then simply leave the cell blank and it will be assumed that the data is not available.

								The validation process is also designed to highlight errors in the data. Any data that is incorrectly coded or that is beyond the thresholds expected (e.g. very high/low hours or pay) will be highlighted in red. Please ensure that you check all errors in the data entry sheet as these will be taken as cleaned data upon submission.

								If you have checked your data thoroughly and still have errors being highlighted please ignore the remaining errors and submit your data. The validation process is intended to be helpful and improve the quality of the data you submit. It is not intended to be comprehensive.

								SAVING AND SUBMITTING

								Once you are happy that your data is accurate and complete please save a version for your records and then send this file to stephen.richards@local.gov.uk

								VALIDATION RESULTS

								Total number of posts entered:

								Posts with blank data:

								Posts with possible errors:

								No Blanks or Errors were found in the data you have entered. When you are ready please submit surey form, ensuring you have completed the additional info and contact details pages.

								Job title left blank:

								Gender with incorrect coding:

								Ethnicity with incorrect coding:

								Considered Full-time or Part-time with incorrect coding:

								FTE not >0 and <=1:

								Type of Contract with incorrect coding:

								Pay Period with incorrect coding:

								Basic Hours possibly not related to Pay Period:

								Basic Pay in Pay Period greater or less than expected:

								High proportion of Additional Pay:

								POSSIBLE CAUSES OF ERRORS

								Gender: should use the codes: M - male, F - female is coded F, and NK - not known.

								Ethnicity: should use the codes: WHITE, MIXED, ASIAN, BLACK, OTHER, NOT KNOWN.

								Considered Full- or Part-Time: should use the codes: F - full-time, P - part-time, N - neither full or part-time.

								Full-Time Equivalent: FTE should be greater than 0 and less than or equal to 1. Full-time posts should have an FTE of 1. Any roles that do not have a valid FTE plese leave blank.

								Type of Contract: should use the codes: PERM - permanent contracts, TEMP - temporary and fixed-term contracts, and CASUAL - casual, bank, seasonal and all other contracts.

								Contracted Working Hours: should relate to the pay period (e.g. if pay period is MONTH then contracted working hours should be the basic hours the employee is contracted to work in a month.)

								Pay Period: should use the following codes: ONE - weekly, TWO - fornightly, FOUR - four weekly, and MONTH - calendar monthly.

								Basic Pay in Pay Period: should relate to the pay period specified (e.g. If Monthly pay period selected should only be pay received in that month). Should not be an annual figure.

								Gross Pay in Pay Period: should relate to the pay period specified (e.g. If Monthly pay period selected should only be pay received in that month). Should not be an annual figure.



Data Cleaning and Validation



data

		No.		Name		Type		Region																		FTE				ONE - One weekly		TWO - Two weekly		FOUR - Four weekly		MONTH - Calendar monthly

				_Please select authority										Do not agree Inform												1		Max		48		96		192		208		SELECTED

		420		Adur		D		SE						Do not agree govt depts										1		1		Min		30		60		120		130		AUTHORITY		0		0		0		0

		62		Allerdale		D		NW						_Please select one										1		1-0.9		Max		48		96		192		208		CODE		0

		112		Amber Valley		D		EM						National										0.9		1-0.9		Min		27		54		108		117		Contacts

		872		Anglesey		UA		W						Local										0.9		0.9-0.8		Max		43		86		173		187		Name		0

		421		Arun		D		SE						Varies										0.8		0.9-0.8		Min		24		48		96		104		Email		0

		148		Ashfield		D		EM						Don't Know										0.8		0.8-0.7		Max		38		77		154		166		Tel:		0

		393		Ashford		D		SE																0.7		0.8-0.7		Min		21		42		84		91		Confidentiality		0				Do not agree current Inform

		303		Aylesbury Vale		D		SE																0.7		0.7-0.6		Max		34		67		134		146				0				Do not agree govt depts

		104		Babergh		D		E																0.6		0.7-0.6		Min		18		36		72		78		Cleaned?						Confirm accuracy

		1		Barking and Dagenham		LB		GL																0.6		0.6-0.5		Max		29		58		115		125								Confirm uploader

		2		Barnet		LB		GL																0.5		0.6-0.5		Min		15		30		60		65								Do not agree previous Inform

		428		Barnsley		MD		YH																0.5		0.5-0.4		Max		24		48		96		104

		63		Barrow-in-Furness		D		NW																0.4		0.5-0.4		Min		12		24		48		52

		157		Basildon		D		E																0.4		0.4-0.3		Max		19		38		77		83

		309		Basingstoke and Deane		D		SE																0.3		0.4-0.3		Min		9		18		36		39

		149		Bassetlaw		D		EM																0.3		0.3-0.2		Max		14		29		58		62

		805		Bath and North East Somerset		UA		SW																0.2		0.3-0.2		Min		6		12		24		26

		847		Bedford		UA		E																0.2		0.2-0		Max		10		19		38		42

		3		Bexley		LB		GL																0		0.2-0		Min		0		0		0		0

		183		Birmingham		MD		WM

		122		Blaby		D		EM																				FTE		ONE - One weekly		TWO - Two weekly		FOUR - Four weekly		MONTH - Calendar monthly

		842		Blackburn with Darwen		UA		NW																				1		0		0		0		0

		843		Blackpool		UA		NW																				1-0.9		0		0		0		0

		873		Blaenau Gwent		UA		W																				0.9-0.8		0		0		0		0

		113		Bolsover		D		EM																				0.8-0.7		0		0		0		0

		36		Bolton		MD		NW																				0.7-0.6		0		0		0		0

		132		Boston		D		EM																				0.6-0.5		0		0		0		0

		815		Bournemouth		UA		SW																				0.5-0.4		0		0		0		0

		831		Bracknell Forest		UA		SE																				0.4-0.3		0		0		0		0

		433		Bradford		MD		YH																				0.3-0.2		0		0		0		0

		158		Braintree		D		E																				0.2-0		0		0		0		0

		96		Breckland		D		E

		4		Brent		LB		GL

		159		Brentwood		D		E

		874		Bridgend		UA		W

		819		Brighton and Hove		UA		SE

		806		Bristol		UA		SW

		97		Broadland		D		E

		5		Bromley		LB		GL

		191		Bromsgrove		D		WM

		172		Broxbourne		D		E

		155		Broxtowe		D		EM

		302		Buckinghamshire		C		SE

		71		Burnley		D		NW

		37		Bury		MD		NW

		876		Caerphilly		UA		W

		434		Calderdale		MD		YH

		89		Cambridge		D		E

		88		Cambridgeshire		C		E

		6		Camden		LB		GL

		208		Cannock Chase		D		WM

		394		Canterbury		D		SE

		877		Cardiff		UA		W

		64		Carlisle		D		NW

		879		Carmarthenshire		UA		W

		160		Castle Point		D		E

		848		Central Bedfordshire		UA		E

		878		Ceredigion		UA		W

		123		Charnwood		D		EM

		161		Chelmsford		D		E

		366		Cheltenham		D		SW

		326		Cherwell		D		SE

		849		Cheshire East		UA		NW

		850		Cheshire West and Chester		UA		NW

		114		Chesterfield		D		EM

		422		Chichester		D		SE

		305		Chiltern		D		SE

		72		Chorley		D		NW

		358		Christchurch		D		SW

		162		Colchester		D		E

		871		Conwy		UA		W

		65		Copeland		D		NW

		140		Corby		D		EM

		851		Cornwall		UA		SW

		34		Corporation of London		LB		GL

		367		Cotswold		D		SW

		184		Coventry		MD		WM

		449		Craven		D		YH

		423		Crawley		D		SE

		7		Croydon		LB		GL

		61		Cumbria		C		NW

		173		Dacorum		D		E

		818		Darlington		UA		NE

		395		Dartford		D		SE

		141		Daventry		D		EM

		880		Denbighshire		UA		W

		820		Derby		UA		EM

		111		Derbyshire		C		EM

		120		Derbyshire Dales		D		EM

		345		Devon		C		SW

		429		Doncaster		MD		YH

		356		Dorset		C		SW

		396		Dover		D		SE

		185		Dudley		MD		WM

		852		Durham		UA		NE

		8		Ealing		LB		GL

		90		East Cambridgeshire		D		E

		346		East Devon		D		SW

		364		East Dorset		D		SW

		310		East Hampshire		D		SE

		174		East Hertfordshire		D		E

		133		East Lindsey		D		EM

		142		East Northamptonshire		D		EM

		811		East Riding of Yorkshire		UA		YH

		209		East Staffordshire		D		WM

		384		East Sussex		C		SE

		386		Eastbourne		D		SE

		311		Eastleigh		D		SE

		66		Eden		D		NW

		408		Elmbridge		D		SE

		9		Enfield		LB		GL

		163		Epping Forest		D		E

		409		Epsom and Ewell		D		SE

		116		Erewash		D		EM

		156		Essex		C		E

		347		Exeter		D		SW

		312		Fareham		D		SE

		91		Fenland		D		E

		881		Flintshire		UA		W

		105		Forest Heath		D		E

		368		Forest of Dean		D		SW

		73		Fylde		D		NW

		224		Gateshead		MD		NE

		150		Gedling		D		EM

		369		Gloucester		D		SW

		365		Gloucestershire		C		SW

		313		Gosport		D		SE

		398		Gravesham		D		SE

		98		Great Yarmouth		D		E

		10		Greenwich		LB		GL

		410		Guildford		D		SE

		875		Gwynedd		UA		W

		11		Hackney		LB		GL

		844		Halton		UA		NW

		450		Hambleton		D		YH

		12		Hammersmith and Fulham		LB		GL

		308		Hampshire		C		SE

		124		Harborough		D		EM

		13		Haringey		LB		GL

		164		Harlow		D		E

		451		Harrogate		D		YH

		14		Harrow		LB		GL

		314		Hart		D		SE

		801		Hartlepool		UA		NE

		387		Hastings		D		SE

		315		Havant		D		SE

		15		Havering		LB		GL

		824		Herefordshire		UA		WM

		171		Hertfordshire		C		E

		175		Hertsmere		D		E

		117		High Peak		D		EM

		16		Hillingdon		LB		GL

		125		Hinckley and Bosworth		D		EM

		424		Horsham		D		SE

		17		Hounslow		LB		GL

		92		Huntingdonshire		D		E

		74		Hyndburn		D		NW

		106		Ipswich		D		E

		322		Isle of Wight		UA		SE

		814		Isles of Scilly		UA		SW

		18		Islington		LB		GL

		19		Kensington and Chelsea		LB		GL

		392		Kent		C		SE

		143		Kettering		D		EM

		102		King's Lynn and West Norfolk		D		E

		810		Kingston upon Hull		UA		YH

		20		Kingston upon Thames		LB		GL

		435		Kirklees		MD		YH

		47		Knowsley		MD		NW

		21		Lambeth		LB		GL

		68		Lancashire		C		NW

		75		Lancaster		D		NW

		436		Leeds		MD		YH

		822		Leicester		UA		EM

		121		Leicestershire		C		EM

		389		Lewes		D		SE

		22		Lewisham		LB		GL

		210		Lichfield		D		WM

		134		Lincoln		D		EM

		131		Lincolnshire		C		EM

		48		Liverpool		MD		NW

		817		Luton		UA		E

		399		Maidstone		D		SE

		165		Maldon		D		E

		194		Malvern Hills		D		WM

		38		Manchester		MD		NW

		151		Mansfield		D		EM

		846		Medway		UA		SE

		127		Melton		D		EM

		373		Mendip		D		SW

		882		Merthyr Tydfil		UA		W

		23		Merton		LB		GL

		352		Mid Devon		D		SW

		107		Mid Suffolk		D		E

		425		Mid Sussex		D		SE

		803		Middlesbrough		UA		NE

		827		Milton Keynes		UA		SE

		411		Mole Valley		D		SE

		883		Monmouthshire		UA		W

		884		Neath Port Talbot		UA		W

		316		New Forest		D		SE

		152		Newark and Sherwood		D		EM

		225		Newcastle upon Tyne		MD		NE

		211		Newcastle-under-Lyme		D		WM

		24		Newham		LB		GL

		885		Newport		UA		W

		95		Norfolk		C		E

		348		North Devon		D		SW

		359		North Dorset		D		SW

		118		North East Derbyshire		D		EM

		809		North East Lincolnshire		UA		YH

		176		North Hertfordshire		D		E

		135		North Kesteven		D		EM

		812		North Lincolnshire		UA		YH

		99		North Norfolk		D		E

		807		North Somerset		UA		SW

		226		North Tyneside		MD		NE

		218		North Warwickshire		D		WM

		128		North West Leicestershire		D		EM

		448		North Yorkshire		C		YH

		144		Northampton		D		EM

		139		Northamptonshire		C		EM

		853		Northumberland		UA		NE

		100		Norwich		D		E

		821		Nottingham		UA		EM

		147		Nottinghamshire		C		EM

		219		Nuneaton and Bedworth		D		WM

		129		Oadby and Wigston		D		EM

		39		Oldham		MD		NW

		327		Oxford		D		SE

		325		Oxfordshire		C		SE

		886		Pembrokeshire		UA		W

		76		Pendle		D		NW

		828		Peterborough		UA		E

		825		Plymouth		UA		SW

		816		Poole		UA		SW

		830		Portsmouth		UA		SE

		887		Powys		UA		W

		77		Preston		D		NW

		361		Purbeck		D		SW

		833		Reading		UA		SE

		25		Redbridge		LB		GL

		802		Redcar and Cleveland		UA		NE

		195		Redditch		D		WM

		412		Reigate and Banstead		D		SE

		888		Rhondda Cynon Taff		UA		W

		78		Ribble Valley		D		NW

		26		Richmond upon Thames		LB		GL

		452		Richmondshire		D		YH

		40		Rochdale		MD		NW

		166		Rochford		D		E

		79		Rossendale		D		NW

		390		Rother		D		SE

		430		Rotherham		MD		YH

		220		Rugby		D		WM

		413		Runnymede		D		SE

		154		Rushcliffe		D		EM

		318		Rushmoor		D		SE

		823		Rutland		UA		EM

		453		Ryedale		D		YH

		41		Salford		MD		NW

		186		Sandwell		MD		WM

		454		Scarborough		D		YH

		374		Sedgemoor		D		SW

		50		Sefton		MD		NW

		455		Selby		D		YH

		401		Sevenoaks		D		SE

		431		Sheffield		MD		YH

		402		Shepway		D		SE

		854		Shropshire		UA		WM

		834		Slough		UA		SE

		187		Solihull		MD		WM

		372		Somerset		C		SW

		304		South Buckinghamshire		D		SE

		94		South Cambridgeshire		D		E

		119		South Derbyshire		D		EM

		808		South Gloucestershire		UA		SW

		350		South Hams		D		SW

		136		South Holland		D		EM

		137		South Kesteven		D		EM

		67		South Lakeland		D		NW

		101		South Norfolk		D		E

		145		South Northamptonshire		D		EM

		328		South Oxfordshire		D		SE

		80		South Ribble		D		NW

		377		South Somerset		D		SW

		212		South Staffordshire		D		WM

		227		South Tyneside		MD		NE

		829		Southampton		UA		SE

		838		Southend-on-Sea		UA		E

		27		Southwark		LB		GL

		414		Spelthorne		D		SE

		177		St Albans		D		E

		108		St Edmundsbury		D		E

		49		St Helens		MD		NW

		213		Stafford		D		WM

		207		Staffordshire		C		WM

		214		Staffordshire Moorlands		D		WM

		178		Stevenage		D		E

		42		Stockport		MD		NW

		804		Stockton-on-Tees		UA		NE

		840		Stoke-on-Trent		UA		WM

		221		Stratford-on-Avon		D		WM

		370		Stroud		D		SW

		103		Suffolk		C		E

		109		Suffolk Coastal		D		E

		228		Sunderland		MD		NE

		407		Surrey		C		SE

		415		Surrey Heath		D		SE

		28		Sutton		LB		GL

		403		Swale		D		SE

		889		Swansea		UA		W

		837		Swindon		UA		SW

		43		Tameside		MD		NW

		216		Tamworth		D		WM

		416		Tandridge		D		SE

		375		Taunton Deane		D		SW

		351		Teignbridge		D		SW

		841		Telford and Wrekin		UA		WM

		168		Tendring		D		E

		320		Test Valley		D		SE

		371		Tewkesbury		D		SW

		404		Thanet		D		SE

		179		Three Rivers		D		E

		839		Thurrock		UA		E

		405		Tonbridge and Malling		D		SE

		826		Torbay		UA		SW

		890		Torfaen		UA		W

		354		Torridge		D		SW

		29		Tower Hamlets		LB		GL

		44		Trafford		MD		NW

		406		Tunbridge Wells		D		SE

		170		Uttlesford		D		E

		891		Vale of Glamorgan		UA		W

		329		Vale of White Horse		D		SE

		437		Wakefield		MD		YH

		188		Walsall		MD		WM

		30		Waltham Forest		LB		GL

		31		Wandsworth		LB		GL

		845		Warrington		UA		NW

		222		Warwick		D		WM

		217		Warwickshire		C		WM

		180		Watford		D		E

		110		Waveney		D		E

		417		Waverley		D		SE

		391		Wealden		D		SE

		146		Wellingborough		D		EM

		181		Welwyn Hatfield		D		E

		832		West Berkshire		UA		SE

		355		West Devon		D		SW

		362		West Dorset		D		SW

		81		West Lancashire		D		NW

		138		West Lindsey		D		EM

		330		West Oxfordshire		D		SE

		376		West Somerset		D		SW

		419		West Sussex		C		SE

		32		Westminster		LB		GL

		363		Weymouth and Portland		D		SW

		45		Wigan		MD		NW

		855		Wiltshire		UA		SW

		321		Winchester		D		SE

		835		Windsor and Maidenhead		UA		SE

		51		Wirral		MD		NW

		418		Woking		D		SE

		836		Wokingham		UA		SE

		189		Wolverhampton		MD		WM

		197		Worcester		D		WM

		190		Worcestershire		C		WM

		426		Worthing		D		SE

		892		Wrexham		UA		W

		198		Wychavon		D		WM

		307		Wycombe		D		SE

		82		Wyre		D		NW

		199		Wyre Forest		D		WM

		813		York		UA		YH
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Sheet1

		LGA earnings survey 2014 - London borough contacts

		Barking and Dagenham		mike.lineker@elevateeastlondon.co.uk

		Barnet		troy.henshall@barnet.gov.uk

		Bexley		nick.hollier@bexley.gov.uk

		Brent		gerard.kennedy@brent.gov.uk

		Bromley		emma.downie@bromley.gov.uk

		Camden		hrdirect@camden.gov.uk

		Corporation of London		chrissie.morgan@cityoflondon.gov.uk

		Croydon		heather.daley@croydon.gov.uk

		Ealing		roger.amos@ealing.gov.uk

		Enfield		ingrid.froyland@enfield.gov.uk

		Greenwich		penny.gifford@royalgreenwich.gov.uk

		Hackney		gifty.edila@hackney.gov.uk

		Hammersmith and Fulham		bryan.sweetman@lbhf.gov.uk

		Haringey		jacquie.mcgeachie@haringey.gov.uk

		Harrow		danielle.kelly@harrow.gov.uk

		Havering		caroline.nugent@havering.gov.uk

		Hillingdon		pmoore2@hillingdon.gov.uk

		Hounslow		anne-marie.scott@hounslow.gov.uk

		Islington		lance.findley@islington.gov.uk

		Kensington and Chelsea		Mary-Ann.Lord@rbkc.gov.uk

		Kingston upon Thames		hrinfo&comms@rbkc.gov.uk

		Lambeth		namoa-buahin@lambeth.gov.uk

		Lewisham		pooja.kulkarni@lewisham.gov.uk

		Merton		dean.shoesmith@merton.gov.uk

		Newham		jan.douglas@newham.gov.uk

		Redbridge		david.smythe@redbridge.gov.uk

		Richmond upon Thames		sheila.west@rbk.kingston.gov.uk

		Southwark		bernard.nawrat@southwark.gov.uk

		Sutton		dean.shoesmith@sutton.gov.uk

		Tower Hamlets		simon.kilbey@towerhamlets.gov.uk

		Waltham Forest		katrina.demetriou@walthamforest.gov.uk

		Wandsworth		glennon@wandsworth.gov.uk

		Westminster		jmarks@westminster.gov.uk
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Future work of the NJC for Local Government Services


As part of the agreement on pay for 2014-16, the NJC agreed that councils and their workforce need collective agreements that: 


· reward employees fairly and recognise the diverse needs of the workforce


· attract, retain and train people with the skills needed for the future


· enable local service providers to react more quickly to changing circumstances


· facilitate effective partnership working and collaboration across organisations


· remove or modify existing barriers to ensure employees can move more easily between different public sector employers


The national employers are keen to seek the views of their stakeholders as to what actions at national level would best enable this agenda to be taken forward.  At present it appears unlikely that that landscape exists for any ‘trades’ to be done around ‘Part 2’ conditions. With regard to ‘Part 3’ conditions too much change has happened at local level to enable a critical mass of support to be found for any specific national changes.    However, the ability to do deals as national level that create the environment to achieve change locally remains an important objective of national bargaining.

The Employers propose that discussions should take place with a view to developing additional clauses for the Green Book that facilitate local negotiations on issues where at the moment the agreement is silent. To be of much use, such clauses would really need to “mandate” local discussions in some realistic way. However, the Employers recognise that in order to provide staff with the fairness and consistency that are the hallmarks of the national agreement any agreed clauses must also set some realistic boundaries for discussions. We would welcome views as to issues on which councils may want such clauses

We would welcome thoughts from councils on what activity they may wish to see that reflects all the above bullet points, but think that on the issue of pay it would be helpful to set out a bit more context and ask some questions to prompt regional discussions


We believe that the sector faces three main on-going issues around pay which merit longer-term strategic thinking:


1. What to do for the lowest paid in the context of continued budget restraint?

· At what point (if ever) does the number of councils applying the Living Wage mean that this should be addressed (although not necessarily specifically adopted) as part of the NJC settlement? 


· Can deleting pay points at the bottom of the spine on an occasional basis have its limit, if so, when will it be reached?


· Is there support for putting the sector in a position whereby it no longer has to react to shifts in the NMW?


· When will bottom-loaded deals and/or the Living Wage start to have a significant impact on the differentials of 1st line supervisors? Has this happened already? Is some reconfiguration of the NJC spine part of any solution?

· We have regularly been told by councils that there is no market case for bottom-loaded deals, but the ‘moral’ arguments about the lower paid have held sway during a lengthy period of austerity.  Will this continue to be the case?


· Is it realistic to look at a major re-structuring of the pay spine in the current climate, knowing that it would be likely to add more to the pay bill than any percentage increase that could realistically be considered by the employers in the coming years? Will the sector be prepared to finance such a transformation alongside the continuing redundancy costs of restructuring? Can a persuasive business-case be made?


2. How to attract, retain and reward middle-ranking professional specialists who may look elsewhere as the economy recovers? 

· Although many higher-skilled segments of the labour market remain slack despite the economic recovery, it would be unwise to assume that we will not experience recruitment and retention problems in areas at some point in the relatively near future. To what extent can national action be part of any solution when problems arise? 


· For a number of good reasons, including minimising equal pay risks, local government operates fairly short grades, so many skilled staff are now at the top of their grades and have received only modest basic pay increases.  Is this a problem? Can it only be addressed in a local context?

· Are councils happy with the range of the NJC spine – would they prefer greater flexibility by shortening it, or a benchmark for greater consistency by expanding it? 


· What national action (if any) can strengthen the “deal” for skilled specialists?  


3. How to reward the most senior staff in the light of continued political and public interest in top public sector salaries? Although this is outside the remit of the NJC it is part of the bigger picture on pay

· Is there any appetite for the earn-back recommendations made by Will Hutton?


· Is any national settlement on pay increases for senior employees still relevant?


· Do national pay increases for senior staff still provide useful ‘cover’?

· Is robust regional/national data on pay for senior managers the main thing councils want from regional/national employers?  


The data challenge at local, regional and national level


Finally, the sector needs access to authoritative data covering:

· The total pay bill including those authorities who have local bargaining


· Accurate spine point data to inform national pay negotiations – this is particularly the case at the lower end where the impact on the Living Wage is difficult to identify.


· This data should include the (non-teaching) schools workforce.  We recognise that this is often difficult to gather unless schools buy-in to a payroll service and is difficult to track year-by-year as a result of schools moving to Academy status. 


· Market pay rates for senior (and indeed middle-ranking jobs). The LGA is working in partnership with regional employers to enhance the “Epaycheck” system for this purpose and is recommending that all councils should join the database.


It is recognised that the resources councils have to respond to national surveys have reduced significantly in recent years, this has meant that the number (and quality) of responses received to national data requests has also reduced. Therefore we would like any regional debates on future activity to recognise that both epaycheck and the LGA’s earning surveys should be actively supported to assist in evidence-based decisions being taken by both individual councils and the national employers.
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Implemented arrangements specifically to address this



Barnet

Brent*

Camden*

Croydon

Ealing*

Enfield*

Greenwich*

Haringey

Harrow

Hillingdon

Hounslow*

Islington*

Lambeth*

Lewisham*

Merton

Newham

Redbridge 

Richmond

Southwark*

Sutton 

Tower Hamlets*

Waltham Forest

Wandsworth (as of 1.10.15)

		



		





Other arrangements in place that mean it is not an issue

Barking & Dagenham pays a Local Living Wage of £9.20 per hour

Hackney - pay points not used at present but remain within the structure

Hammersmith & Fulham – has a Minimum Earnings Guarantee that is above the LLW

Westminster – lower pay points are not currently used





To be considered

Kingston





Considered and will not be taking any action at this stage

Bexley

Bromley

Havering

Kensington & Chelsea
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London Councils HR Metrics Service 

April 2015



2015 Subscriptions to the service

The HR Metrics Service which conducts surveys of the 33 London boroughs transferred to London Councils on 1st January 2015. Confirmation has been received from all 33 boroughs.

HR Metrics Surveys

Recently Completed Surveys include:

· Children’s Social Care – Agency Workers – numbers and rates by job-type as at 30th September 2014. 33 boroughs responded to the survey (City of London provided a nil return). Results were circulated to Heads of HR on 19th February 2015.

· Children’s Social Care – Posts – numbers and pay packages by job-type as at 30th September 2014. 30 boroughs provided data. Results were circulated to Heads of HR on 19th February 2015.

· Department for Education CSW Workforce survey – results have been provided to boroughs that provide copies of their returns.

Surveys to come in 2015

The timetable for the 2015 surveys and the schedule of responses to surveys currently being conducted are attached. 



An increasing number of surveys will be conducted on InfiniStats rather than through the submission of excel spread sheets. This will be a phased process and may require boroughs to identify training needs.



Epaycheck

In July 2014, the HR Metrics Service provided Epaycheck with London average pay-range data for Social Worker job families at levels 0 to III. The survey service will provide Epaycheck with London-average pay data for key Chief Officer posts in April 2015.

Epaycheck have agreed that their data will be made available to the London boroughs via the HR Metrics Service through a single “group” membership for a single annual subscription fee of £200 payable by the London Regional Employers' Organisation.

Three boroughs have chosen also to retain their individual membership into 2015-16. These boroughs are being invoiced for 2014-15 Epaycheck fees (£100 or £200 per subscribing borough depending on the date they joined). 

The fees for 2015-16 are £200 per borough. New agreements will be sent out soon to the three boroughs for their membership from 2015-16 onwards.



		

		London Councils HR Metrics Service 2015 Timetable of Surveys









		Survey Title

		Summary

		Date sent out

		Deadline for returns



		Pay & Benefits 

		Pay ranges, benefits and recruitment/retention difficulty for 40 key job families

		 26th January 2015

		6th March 2015 (ext'd to 20th April 2015)



		Analysis of DfE CSW Workforce data

		CSW numbers, turnover, agency use etc.

		 February/March 2015

		N/a - based on copies of LBs returns to the DfE survey



		HR Resources

		HR team FTEs. Also round-up of HR/Payroll systems in use and other computer applications and external providers.

		 2nd March 2015

		31st March 2015 (ext'd to 20th April)



		T&Cs Spring

		Terms and Conditions in place and changes being considered.

		 9th March 2015

		10th April 2015 (ext'd to 24th April)



		TU Membership and Facilities Time

		TU Membership + Collection of the data required by the Localism Act Transparency Regulations (2014 guidance) on facility time.

		30th March 2015

		8th May



		CSW Agency Workers Pay Rates

		CSW agency rates being paid by LBs, categorised by job-type/level.

		 April 2015

		TBC



		CSW Posts/Staff Max Pay Packages

		CSW pay packages by job-type/level

		 April 2015

		TBC



		Human Capital Metrics

		Staff numbers, diversity profiles, sickness absence, length of service etc

		 4th May 2015

		12th June 2015



		LLW

		Summary of position in LBs re: the LLW and how it is being implemented/applied. 

		 May 2015

		TBC



		HR Outputs

		HR Casework, recruitment, training course attendance data, appraisals etc.

		 June 2015

		 August 2015



		CO Pay & Benefits

		Pay and Benefits of Chief Officers by occupational category and level

		 August 2015

		 September 2015



		CSW Agency Workers Pay Rates

		CSW agency rates being paid by LBs, categorised by job-type/level.

		 October 2015

		TBC



		CSW Posts/Staff Max Pay Packages

		CSW pay packages by job-type/level

		 October 2015

		TBC



		T&Cs Autumn

		Terms and Conditions in place and changes being considered.

		 October 2015

		 November 2015



		Pay & Benefits

		Pay ranges, benefits and recruitment/retention difficulty for 40 key job families

		 November 2015 (TBC)

		 January 2016





Timescales depend on councils providing data by the deadline. Dates may change. Each borough should ensure that the data it provides has been produced in accordance with the survey guidance; and reflects the true position within their council.

		[bookmark: RANGE!A1:G36]HR Metrics Service - Schedule of Responses to live surveys - April 2015



		Borough Name

		Children's Social Care Survey 1 - Agency

		Children's Social Care Survey 2 - Pay packages of posts/staff

		Pay & Benefits (deadline extended to 20th April 2015)

		HR Resources (deadline extended to 20th April 2015)

		Terms & Conditions (ext'd deadline 24 April 2015)

		TU Membership & Facility Time (deadline 8th May 2015)



		Barking & Dagenham

		

		

		

		awaited

		

		 



		Barnet

		

		x

		awaited

		

		

		 



		Bexley

		

		

		x

		awaited

		

		



		Brent

		

		

		

		

		

		 



		Bromley

		

		

		awaited

		awaited

		

		 



		Camden

		

		x

		

		

		

		 



		City of London

		nil return

		x

		x

		

		x

		



		Croydon

		

		

		awaited

		

		

		 



		Ealing

		

		

		x

		awaited

		awaited

		 



		Enfield

		

		

		

		

		

		 



		Greenwich

		

		

		

		

		

		 



		Hackney

		

		

		

		

		

		 



		Hammersmith & Fulham

		

		

		awaited

		later

		

		 



		Haringey

		

		

		

		

		

		 



		Harrow

		

		

		

		

		

		 



		Havering

		

		

		

		awaited

		awaited

		 



		Hillingdon

		

		

		awaited

		

		

		 



		Hounslow

		

		

		

		part

		

		 



		Islington

		

		

		

		

		

		



		Kensington & Chelsea

		

		

		

		later

		

		 



		Kingston

		

		

		

		

		

		 



		Lambeth

		

		

		x

		later

		

		 



		Lewisham

		

		

		

		

		

		 



		Merton

		

		

		x

		

		

		 



		Newham

		

		

		

		awaited

		

		 



		Redbridge

		

		

		

		

		

		 



		Richmond

		

		

		

		

		

		 



		Southwark

		

		

		

		

		

		



		Sutton

		

		

		

		

		

		 



		Tower Hamlets

		

		

		

		awaited

		

		 



		Waltham Forest

		

		

		

		awaited

		

		 



		Wandsworth

		

		

		

		awaited

		

		



		Westminster

		

		

		

		

		

		 



		"later " indicates HR restructuring but may provide data once the new structure is known







tessa.mapley@londoncouncils.gov.uk

Direct line: 020 7934 9939

jon.rowney@londoncouncils.gov.uk 

Direct line: 020 7934 9935
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