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Workforce Planning Group
Minutes 

16 October 2014
IN ATTENDANCE   

Neil James


LB Barking & Dagenham
Patrick Murphy

LB Camden

Kirsty Longley


LB Enfield

Meryl Wade


LB Hackney

Tessa Mapley


LB Haringey

Mark Porter (Chair)

LB Havering

Gail Owens


LB Hounslow

Nikita Dedhia


RB Kingston upon Thames

David Smythe


LB Redbridge

APOLOGIES

Apologies were received from Anne-Louise Clark (Bexley), Vik Kapoor (Brent), Emma Downie (Bromley), Bryan Sweetman and Dhanya RamAnanth (Hammersmith & Fulham), Esther Sims (Harrow), David Ward (Kingston), Simon Morley (Lambeth), Chris Fagan (Redbridge), Caroline Dempsey (Wandsworth) and Ellie Rayner (Westminster).
APPROVAL OF MINUTES

The minutes from the meeting held on 18 June 2014 were approved.
MATTERS ARISING

Colleagues noted that Helena Krawczyk, RB Greenwich, had moved on to a new role and wanted to note their thanks to Helena for all the support and hard work she given to this network.

ONE ORACLE – Verbal Update from Mark Porter, OneSource

One Oracle is a project for 6 boroughs working with CapGemini to provide one instance of Oracle for each borough which will result in savings for those boroughs involved.

There a currently six London boroughs involved in the project:

· Havering

· Barking & Dagenham

· Lewisham

· Brent

· Lambeth

· Croydon
Newham will be joining the project from April 2015.

The OneOracle produce went live across the 6 boroughs on 1st August 2014 and is similar to a version that Havering had been using previously.
OneOracle is not just a HR system it is also incorporates finance, procurement and accounts payable/accounts receivable information and a dashboard system for managers to use and utilise.

Mark agreed to demonstrate the system at a future meeting including the dashboard so that colleagues could see the OneOracle product.
HARINGEY METRICS SERVICE – Tessa Mapley
Haringey Council hosts the HR Metrics Survey Service which conducts HR surveys of the 33 London boroughs in partnership with London Councils. 
HR Metrics Surveys
Surveys completed or in progress so far in 2014 include:

· Pay & Benefits survey – results available on the InfiniStats website and issued in Excel format.
· Electronic filing systems – short one-off survey conducted in January 2014.

· Sharing of template documents in use for HR Casework and Appraisals Monitoring – conducted in February 2014. 

· HR Resources survey – results issued in Excel format. 

· Terms and Conditions Spring 2014 - (incorporating the LGA survey questions) – results issued to Heads of HR in Excel format.
· Trade Union membership and corporate facilities time – results issued in Excel format.

· Human Capital Metrics – 32 councils took part in 2014 (one council cannot provide data now but may provide some at a future point). The results are available on Infinistats.com.
· HR Outputs – 29 boroughs are taking part and have provided data. The draft results are available on InfiniStats and should go final by 17th October 2014.
· Chief Officers’ Pay survey – The deadline was 29th September 2014. 28 boroughs have provided data; four have said they will take part and one borough is considering taking part (may not be able to due to system implementation commitments). Interim results will be issued in late October 2014, with a final results report to follow once all the boroughs that want to take part have provided data.

The occupational codes for the 2014 survey have been changed to enable London-average pay range information to be provided to Epaycheck, to add some roles not previously included and to provide some examples for some of the occupational codes. The changes include four new Multi-service codes for ED type Directors that manage multiple services. 

The tiers used in the survey were reviewed by the Workforce Planning & Information Group during 2014. The decision of the Group was to keep the tiers used in previous surveys, but the survey service will undertake more checking of returns and any tiers or occupational codes that appear inconsistent will be referred back for checking/confirmation from the borough metrics contact.


· Two additional surveys are being conducted at the request of the London Heads of HR. These are collecting data about the use of agency workers in Children’s Social Worker type roles; and the pay rates and numbers of staff in CSW roles.

There have been some suggestions from colleagues to undertake a separate HCM survey specifically for social worker staff.  Tessa to email colleagues to see if there is enough appetite to undertake. 

Surveys coming in 2014

· Terms and Conditions Autumn 2014 - This survey is on hold as Haringey Council has sent out a wide-ranging survey that includes many similar questions to the Survey Service’s T&Cs survey
· Pay & Benefits – November 2014
Employee Engagement – proposed survey of key common questions for councils’ Staff Surveys – to be lead by the OD Group. Details are awaited from the OD Group.
NB the London Living Wage Survey was not conducted in 2014. The survey service produced instead an analysis of data from an LGA survey of LLW.
InfiniStats.com

The website enables online data entry and editing for the following surveys:

	Survey
	Summary
	Outputs available on InfiniStats

	Human Capital Metrics
	Metrics on staff numbers, diversity, length of service, sickness absence, leaver data/turnover, temporary staff numbers and agency staff FTEs and costs.
	· pdf benchmarking reports with charts, medians and text analysis (councils can add their own text to their local reports)
· scorecards with means, medians, data from previous period, the range of responses etc. compared with your own council's values

· raw data downloads

· ability to enter and edit your own data online

	HR Outputs
	Metrics on HR casework (grievances, disciplinaries, suspensions, capability cases), recruitment, training and appraisals.
	


The website provides reporting for the following surveys (data is entered by bulk upload)

	Survey
	Summary
	Outputs available on InfiniStats

	Chief Officer Pay & Benefits
	Benchmarking of pay data for Chief Officer posts by occupation for up to 5 tiers including Chief Executives.
	• charts benchmarking pay & benefits by job and level
• data table option
• raw data reports in Excel or csv format


	Pay & Benefits
	Benchmarking of pay data for 45 key job families at 4 levels from newly qualified up to senior manager.
	• charts benchmarking pay & benefits by job and level
• data table option
• raw data reports in Excel or csv format


(Results for Social Worker jobs are reported separately on the website to support analysis by the new National Social Worker job profiles.)




Website developments:
There is a new feature enabling councils to add text under each metric (eg: local context/further detail/action plans etc.) on their own local pdf reports on Human Capital Metrics and HR Outputs.
A feature enabling the generation of data dashboards is being developed. It will be discussed at a future Heads of HR Group prior to implementation.
Epaycheck
The survey service has provided Epaycheck with London average pay-range data for Social Worker job families at levels 0 to III.
Once the Chief Officer Survey has been conducted, the survey service will provide Epaycheck with London-average pay data for Chief Officer posts.

Discussions are taking place with Epaycheck to enable boroughs that do not themselves subscribe to Epaycheck, to have access to its data through the survey service.
The Chair reiterated a plea to colleagues that we all report back/record sickness absence data (and other survey returns), in the same way as other colleagues otherwise figures returned can be skewed.

Attached are the agreed metric survey definitions as a reminder to all on how we should be reporting.
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Tessa will draft a survey timetable for 2015, and seek comments from the HR Metrics Governance Board members prior to circulating to the boroughs later this year.
FEEDBACK FROM PRESENTATION TO HEADS OF HR – SEPTEMBER MEETING AND CIPD WORKFORCE ANALYTICS CONFERENCE – Mark Porter, OneSource

Mark was invited to the Heads of HR meeting in September to promote and inform colleagues about what the workforce planning network has been working on.

As Chair, Mark informed the Heads of HR that he is keen that the network adds value as a group and that those who attend find the sessions practical and useful.  He suggested to the Heads of HR  that the data the group collects could be used  to help inform future decisions across London.
The network had come up with a number of suggestions for ‘products’ that could be delivered and it was agreed that the network would support a key piece of work collecting and providing Children’s Social Worker agency data. Colleagues may have seen two surveys circulated recently by Tessa, which will form part of a piece of work the Heads of HR have been tasked to undertake by London borough Chief Executive’s (as mentioned under London Councils Update below).   

The Heads of HR are very happy with the work the group has undertaken and is currently undertaking.     
CIPD Event

Mark was invited to present at a recent CIPD event on HR Analytics about the work that London boroughs have been undertaking around data collection and reporting.  The CIPD are taking analytics really seriously and were very excited to hear about our sectors work.
Mark was the only public sector organisation to present.  His presentation focussed on what the workforce planning network had been working on in terms of improving data collection as well as highlighting work being done within Havering.

From other presentations over the two days it became apparent that London boroughs are doing some very good work working together to benchmark and share information.  
The chair at the conference, Max Bloomberg, is currently undertaking a piece of work on behalf of the CIPD regarding workforce data across the private and public sectors and  is keen to attend a future network meeting to find out more about the work we have been doing in this area.

SHARING GOOD PRACTICE – Standing Item – group discussion
The chair would like colleagues to share any good practice within this group, which could lead to future agenda items e.g. presentation.

Patrick Murphy, Camden, informed colleagues that he has just undertaken work on two equalities protocols.  This work highlighted that there is a level of sensitivity around performance ratings.    Patrick is happy to share his findings with colleagues.  Please contact Patrick direct at Patrick.murphy@camden.gov.uk 

TU agreements in relation to membership - Neil James, B&D, informed colleagues that he had recently asked the unions for details of posts where check-off is paid, which they provided.   

LONDON COUNCILS UPDATE – Selena Lansley

If colleagues would like further information on any of the topics please contact Selena Lansley.
Local Government Services 2014-16 Pay Proposal

· On the 9th October the unions confirmed that the planned second day of strike action (14th October) had been suspended as UNISON, GMB and UNITE  agreed to consult their members on the attached pay proposal that was circulated to employers on 10th October.
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· Leaders, Elected Mayors, Greater London Employment Forum (GLEF) members and Heads HR are invited to the London pay consultation meeting to discuss the pay proposal and give their views to members and officers of the national employers. These pay proposals do not have the status of a formal pay offer and the purpose of the consultation meeting is to hear councils views on whether they could form the basis of an eventual agreement with the Trade Unions. To support that discussion a joint circular will be issued by the NJC early next week once some technical issues have been clarified.
· As it stands the only formal offer to be made is the March 1% offer to Local Government Services with bottom loaded increases that take the NJC bottom rate to 25p above the NMW.  The total estimated increase to the national pay bill of this offer would have been 1.069%.  Although in London the vast majority of boroughs have arrangements in place to pay (mostly nonconsolidated) the equivalent of the LLW.
· The JNC Union Side for Craft Workers was also made a similar offer by the National Employers ahead of any pay claim being received.

· In July the Employers offered the JNC Chief Executives and Chief Officers 1% on guaranteed basic salary of £99,999 or less as at 31 March 2014.

· At the same time the LGA sent a consultation letter which included the pay and condition claims for 2014 from the Trade Union Sides of both the Soulbury Committee and JNC for Youth and Community Workers. The Employers’ Side indicated they would be prepared at that time to make an offer in line with that made to Local Government Services employees which that time was a 1% pay increase on all pay points. 

· Until the Local Government Services pay offer has been determined it is unlikely that any progress will be made on other groups pay awards. 
	
	


London Living Wage (Please check the status of your borough)

The updated summary that is shared with the Union Side (attached) shows that overall 25 London boroughs are paying directly employed staff the minimum of the LLW (11 boroughs are accredited as Living Wage Employers) with an additional 7 authorities having considered implementing arrangements but decided not to take any action at this stage.  Please check your boroughs position and update Selena Lansley (London Councils) if necessary by 21 October 2014.
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CELC Update

A discussion around common workforce priorities was led by Barry Quirk (CEx Lewisham) at the CELC Steering Group meeting in June, informed by a background paper produced by London Councils with the help of volunteer HoHR. As a result CELC have commissioned HoHR to work on 3 areas (see below) with Barry Quirk to present proposals back to main CELC Steering group on 12 December. 

1.    Endeavour to reduce the false competition for social care workers,

    especially children’s- Nick Hollier (Bexley)
2.    Assist in preparing for new skills demands and other workforce issues as

     a result of implementing the Care Act 2014 – Martin Rayson (B&D)

3.    Business support targeted at groups who may find it difficult to find  

     alternative work when made redundant – Caroline Nugent (Havering)

Following an all day workshop at the Heads of HR meeting on Friday 12 September, three task and finish groups have been established with leads (indicated above) and willing volunteers to take forward actions identified.  The intention is to present proposals on all 3 areas at the next Heads of HR on 24th October.

ANY OTHER BUSINESS
There was no further business.

DATE OF NEXT MEETING

15 January 2015 (10-12.30pm)
FUTURE DATES

19 March 2015 (10-12.30pm)
18 June 2015 (10-12.30pm)
24 September 2015 (10-12.30pm)
10 December 2015 (10-12.30pm)
�
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Human Capital Metrics 



Annual Survey



Individual Metrics & Definitions



April 2013 to March 2014






















		Number

		Individual Metric

		Category

		Period



		1*

		Total annual basic pay of headcount (formerly titled Pay Bill)

		Direct employment

		As at 31/03/2014



		2

		Headcount

		Direct employment

		As at 31/03/2014



		3

		Full-time equivalents

		Direct Employment

		As at 31/03/2014



		4

		Age: - headcount by age group.

		Age

		As at 31/03/2014



		5

		Average workforce age

		Age

		As at 31/03/2014



		6

		Gender: headcount by gender

		Gender

		As at 31/03/2014



		7

		Percentage of top 5% earners who are women

		Gender

		As at 31/03/2014



		8

		Ethnicity –headcount by ethnicity

		Ethnicity

		As at 31/03/2014



		9

		[bookmark: OLE_LINK1]Percentage of top 5% earners: BME

		Ethnicity

		As at 31/03/2014



		10

		Percentage of staff declaring a disability 

		Disability

		As at 31/03/2014



		11

		Percentage of top 5% earners who are disabled

		Disability

		As at 31/03/2014



		12

		Length of service –headcount by length of service

		Length of service

		As at 31/03/2014



		13

		Sickness Absence – average days lost per employee

		Sickness Absence

		1/4/2013 to 31/3/2014



		14*

		Sickness Absence – average days lost per employee to short-term sickness

		Sickness Absence

		1/4/2013 to 31/3/2014



		15*

		Sickness Absence – average days lost per employee to long-term sickness

		Sickness Absence

		1/4/2013 to 31/3/2014



		16*

		Headcount of staff who had sickness absence in the period

		Sickness Absence

		1/4/2013 to 31/3/2014



		17*

		Reasons for sickness absence

		Sickness Absence

		1/4/2013 to 31/3/2014



		18

		Cost of sickness absence

		Sickness Absence

		1/4/2013 to 31/3/2014



		19*

		Number of referrals to Occupational Health

		Sickness Absence

		1/4/2013 to 31/3/2014



		20*

		Agency workers FTE

		Agency & Temporary workers

		At period end



		21

		Cost of agency workers

		Agency & Temporary workers

		1/4/2013 to 31/3/2014



		22*

		Temporary staff headcount

		Agency & Temporary workers

		31/3/2014



		23*

		Temporary staff FTE

		Agency & Temporary workers

		31/3/2014



		24

		Number of leavers by reason

		Leavers

		1/4/2013 to 31/3/2014



		25*

		Leavers with less than 1 year’s service

		Leavers

		1/4/2013 to 31/3/2014







* Indicates this was a new or amended metric for 2012-13.




 

Guidance Notes



Introduction 



The survey questionnaire comprises a single worksheet (spreadsheet). Please do not alter the format of the worksheet.



It is suggested that a nominated person is made responsible for managing and co-ordinating the completion of the survey, including ensuring the validity of the data. Please do your best to ensure the survey is completed on a consistent basis each year.



Please note:



· All the metrics exclude school based staff. 



· Some metrics that used to ask for % responses are now asking for numbers.



· If you cannot complete all of the questions please answer those you can/consider of most value to you and colleagues.



· Participation is voluntary. Your results’ report will provide you with benchmarking information only for the questions for which you provide data.



· A mapping schedule for the new sickness reason categories is attached.



Definitions, where possible, have followed the definitions for the Audit Commission Best Value Indicators. This is at the request of the majority of boroughs to enable comparison with previous years’ data and retain a consistent set of indicators. A set of the most recent BVPI guidance is attached.




Metric Definitions



		1. Total annual basic pay of headcount (formerly titled Pay bill)



		· As at 31st March 2014, the total annual basic pay of all staff you have included in your end period staff numbers. Ensure that part-timers' annual basic is pro-rata to their hours. EG: A 0.5 FTE part-timer's annual basic should be 0.5 of the full-time rate for the job. Do not include on-costs.







		2. Headcount at end of period



		· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff







		3. Full-time equivalents at end of period



		· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff







		4. Age: headcount broken down by age bands



		Base of calculation

		Headcount



		Age bands:



· 16 to 24

· 25 to 39

· 40 to 49

· 50 to 64

· 65 and older

· Not known



· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff







		5. Average age of  workforce 



		Formula

		Total workforce age/total headcount at end of period



		Base of calculation

		Headcount







		6. Gender: headcount numbers by gender



		Base of calculation

		Headcount



		Gender:

· Male

· Female

· Other

· Not known



· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff.












		

7. Percentage of top 5% earners: female



		Formula

		Use same methodology as for BVPI 11a (Extract of BVPI guidance attached)



		Base of calculation

		Headcount



		

· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff.









		8. Ethnicity – headcount of staff by ethnicity 



		Formula

		Based on methodology for BVPI 17a but please provide numbers (Extract of BVPI guidance attached)



		Base of calculation

		Headcount



		

· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff.









		9. Percentage of top 5% earners: BME



		Formula

		Use same methodology as for BVPI 11b (Extract of BVPI guidance attached)



		Base of calculation

		Headcount



		

· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff









		10. Percentage of staff declaring a disability.



		Formula

		Based on methodology for BVPI 16a but please provide numbers (Extract of BVPI guidance attached)



		Base of calculation

		Headcount



		

· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff









		11. Percentage of top 5% earners who are disabled 



		Use same methodology as for BVPI 11c (Extract of BVPI guidance attached)



		Base of calculation

		Headcount



		

· Exclude school based staff

· Exclude employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff.














		12. Headcount by length of service 



		Formula

		Number of employees in each of the categories listed.



		

Categories:



· Less than 1 year

· 1 - < 2 years

· 2 to < 3 years

· 3 to < 5 years

· 5 to < 10 years

· 10 to < 15 years

· 15 to < 20 years

· 20+ years









		13. Average number of working days lost per employee



		Formula

		FTE number of working days lost/average FTE number of employees 



		Base of calculation

		Full-time equivalents



		

· Total number of working days lost - include all absences attributed to sickness, including all long-term sickness absence irrespective of length, absences due to industrial injury and absences of less than one day. 

· Total number of working days lost - exclude absences for medical and dental appointments and maternity leave

· Exclude any days that the absent employee would not have been expected to work.  For example, a full-time employee who usually works Monday to Friday only, and is absent from Thursday to the following Tuesday inclusive, should be counted as absent for four working days and not six calendar days.  

· For part-time employees absences on days when the employee would not have been expected to work should be excluded.

· Leavers are to be included.

· The denominator is the average number of FTE staff – i.e. (FTE 1st April) + (FTE 31st March) / 2.









	

		14. Average number of working days lost per employee – short-term absence



		Formula

		Total number of working days lost to sickness periods lasting less than 20 days/total number of employees



		Base of calculation

		Full-time equivalents



		

· Total number of working days lost - include all absences attributed to sickness cases of less than 20 days’ duration, absences due to industrial injury and absences of less than one day. 

· Total number of working days lost - exclude absences for medical and dental appointments and maternity leave

· Exclude any days that the absent employee would not have been expected to work.  For example, a full-time employee who usually works Monday to Friday only, and is absent from Thursday to the following Tuesday inclusive, should be counted as absent for four working days and not six calendar days.  

· For part-time employees absences on days when the employee would not have been expected to work should be excluded.

· Leavers are to be included.









	

		15. Average number of working days lost per employee – long-term absence



		Formula

		Total number of working days lost to sickness periods lasting 20 days or more/total number of employees



		Base of calculation

		Full-time equivalents



		

· Total number of working days lost - include all absences attributed to sickness cases of 20 days’ duration or more, absences due to industrial injury and absences of less than one day. 

· Total number of working days lost - exclude absences for medical and dental appointments and maternity leave

· Exclude any days that the absent employee would not have been expected to work.  For example, a full-time employee who usually works Monday to Friday only, and is absent from Thursday to the following Tuesday inclusive, should be counted as absent for four working days and not six calendar days.  

· For part-time employees absences on days when the employee would not have been expected to work should be excluded.

· Leavers are to be included.









		16. Headcount of staff who have taken sickness absence



		Base of calculation

		Headcount



		

· Headcount of all staff who have been absent due to sickness during the period

· EG: if an employee has 3 instances of sickness absence in the period – this counts as 1 headcount. 1 instance of sickness counts as one headcount.









		17. Reasons for sickness absence 



		Base of calculation

		Full-time equivalents



		· Please provide the total number of sickness absence days lost by the reasons listed. 

· Please see mapping schedule provided.

· If the categories used by your borough do not exactly match those listed, please amend the ‘nearest match’ and complete accordingly.

· Please complete as many of the categories as you can.  







		18. Cost of sickness absence (direct)



		Base of calculation

		Full-time equivalents



		Base on individuals’ basic salary. Exclude on-costs (National Insurance, pension). Alternative option – base on an average day’s pay from your pay bill figure (Q1). For most councils the average day's pay will be 2013/14 average pay bill/average FTE/52.142/5.









		19. Number of referrals to Occupational Health



		This figure is usually available in your H&S annual report. Please count only referrals of employees (exclude referrals of staff in external organisations). As with all the HCM questions – exclude schools’ employees).












		20. Agency FTE



		Base of calculation

		FTE



		FTE of agency workers working on a representative day in March 2014. Alternatively the average FTE for March 2014. This metric applies to agency workers procured through your main provider/neutral vendor/framework agreement.







		21. Cost of agency staff



		This metric applies to agency workers procured through your main provider/neutral vendor/framework agreement. Please provide a figure after any amounts returned to the council by the agency provider.







		22. Temporary staff headcount



		Temp staff headcount (exclude casuals) as at period end - include staff on temporary or fixed term contracts of less than 12 months who have less than 12 months' service.







		23. Temporary staff FTE



		Temp staff FTE (exclude casuals) as at period end - include staff on temporary or fixed term contracts of less than 12 months who have less than 12 months' service.







		24. Number of leavers by reason



		Base of calculation

		Headcount



		Enter the number of leavers by the following categories.

· Resignations – include all resignations. 

· Retirements – include normal age retirements; early retirements (either with or without enhancements); ill health retirements (also refer to dismissals); retirements under 85-year rule; and those made for the ‘efficiency of the service’.   Exclude redundancy retirements. 

· Dismissals – include dismissals made on the grounds of: conduct; capability (including ill health dismissals but excluding those where the employee is dismissed on health grounds and has immediate access to their pension); breach of statute; and some other substantial reason. Dismissals made on the grounds of redundancy should be excluded (refer to redundancies).

· Redundancies – include compulsory redundancies, voluntary redundancies and redundancy retirements.

· Transfers – include all TUPE transfers, statutory transfers and transfers to other organisations under, for example, new partnership working arrangements.

· Others – e.g. death in service, end of fixed-term contract (Please also refer to the paragraph below.)

· Total number of leavers is calculated automatically

Employees on maternity/parental leave and internal transfers/redeployments/ promotions should not be counted as leavers. 

· Employees leaving after a fixed-term contract of more than one year has ended should be allocated to the appropriate category.  For example, an employee on a three-year fixed contract leaving after working for the entire period of the contract should be allocated to the ‘other’ category.  An employee resigning after two years of the contract should be allocated to the ‘resignations’ category.





	

		25.Leavers with less than 1 year’s service



		Base of calculation

		Headcount
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Edited Extract from Audit Commission Guidance for Best Value Performance Indicators

BV 11a, 11b and 11c - Top 5% of Earners: Women, BME and disabled

Definition: The ‘top-paid 5%’ are identified by ranking staff according to their gross FTE pay. 

Apply to permanent staff only. Staff on fixed term contracts and temporary staff who have been employed by the authority for over a year should be considered permanent. Casual staff (i.e. those not employed on a regular basis but when a particular need arises) and those employed by outside contractors (e.g. private companies or a local authority owned company that has a separate corporate identity from that of the authority) are not counted under these indicators. 

For staff who are in multiple part-time employment add up the total number of hours worked, calculate the average hourly pay and then multiply that figure by the number of standard full-time working hours for the occupations concerned (e.g. 37 or 35). 

Salaries should be based on gross pay (including London weighting, performance related pay, honoraria and market supplements) and excluding overtime and fringe benefits (such as leases of free cars, health insurance, PCs, mobiles and other non-cash benefits).

Formula:

Rank all staff by gross pay including part-timers as the appropriate fraction /worked of an FTE. 

Draw a line where you reach 5% of the FTEs counting down from the top (but if some people just below this point are on an identical salary to those just above it, include all people on that salary). Then work out the percentage of FTEs who are women (or BME or disabled), again counting part-timers pro-rata.  Please see guidance for BV 16a for definition of disabled staff. Please see guidance for BV 17a for definition on BME staff.

Example calculation:

Total staff 12,000 on 31st of March, of which 4,000 are half-time 

so total staff in FTEs = 10,000 FTEs (8,000 full time + (4000 / 2)) 

5% of 10,000 = 500 FTEs. 

480 full-time staff get £30,000 or more, of which 100 are women/BME/have a disability; 40 half-time staff have jobs where they would get £30,000+ if they were full-time, of which 30 are women/BME/have a disability. 

BV 11a,b or c = (100 + (30 / 2)) / 500 = 23.00% of senior jobs held by women/people with a disability. 

However, if the dividing point for the top 5% was £30,000 and there are 490 FTEs on more than £30,000 and 20 on exactly £30,000 then you would use 510 rather than 500 for the denominator of BV 11a,b or c, and the same logic would apply to the numerator. 

Return format %. Decimal places 2.






BV 12 - Working Days Lost Due to Sickness Absence 

Definition The numerator is defined as the total number of working days lost due to sickness absence, including industrial injury, irrespective of whether this is self-certified, certified by a GP or long-term. For part-time staff, the authority should calculate the FTE for both the numerator and denominator on a consistent basis. Calculated as average days per employee not as a percentage. 

Include all permanent local authority employees,

Exclude agency staff and staff on maternity or paternity leave. However, temporary staff and staff on fixed term contracts who have been employed by the authority for over a year should be considered permanent. 

The denominator is the average number of FTEs employed during the financial year. 

Working days/shifts, means days/shifts scheduled for work after holidays/leave days have been excluded. 

In the instance of an employee reporting sick part way through a working day/shift, authorities should record the information to the nearest halfday/shift. 

Include days lost through sickness due to disability or long-term sickness even if the staff are not paid. 

Formula:

The denominator is the average number of FTE staff calculated by /worked reference to the current financial year [i.e. (FTE 1st April) + (FTE 31st example March) / 2] 

Dealing with sickness absence for part-time staff: 

If a person works 5 half days and misses 10 days, the numerator = 10 x 0.5 = 5 days 

If a person works 2 full days a week and misses a week, the numerator = 2 days. 

Adjustments also need to be made in the denominator; staff working a half a day every day counts as 0.5 of a person, and staff working 2 days a week counts as 2/5ths (or 0.4) of a person. 

Measurement period current financial year 

Return format days. Decimal places 2.






BV 16a –% of staff with a disability

Definition ‘Disabled staff’ are those that identify themselves as such against the definition provided in the Disability Discrimination Act 1995 (DDA). The DDA states that a person has a disability for the purposes of this Act if she or he has a physical or mental impairment which has a substantial and long-term adverse effect on his or her ability to carry out normal day-to-day activities. 

For the following reasons, a staff survey must be conducted at least every two years: 

Unlike other equality indicators, such as race, an employee’s position in relation to disability may change whilst they are in a council's employment; 

Because of the small numbers involved, a change involving one or two people can make a significant percentage difference. 

This baseline data should also be regularly supplemented by monitoring information related to joiners and leavers. Whilst every encouragement should be given to employees to take part in surveys, participation must remain voluntary, with employees classifying themselves. 

‘Local Authority employees’ should include permanent staff only.  Staff on fixed term contracts or temporary staff that have been employed by the authority for over a year should be considered permanent. Casual staff (i.e. those not employed on a regular basis but when a particular need arises) and those employed by outside contractors (e.g. private companies or a local authority owned company that has a separate corporate identity from that of the authority), should not be counted. 

The percentage of employees should be the percentage for whom information on disability is known – i.e. exclude staff who have not declared whether or not they have a disability from both the numerator and the denominator (a part-time employee counts the same as a full-time employee). If an employee has more than one job, then each job should be counted separately. 

Measurement Period Current financial year: Snapshot on 31st March 

Return format  - percentage -  Decimal places 2.








BV 17a - Ethnic minority representation in the workforce - employees 

Definition ‘Local Authority employees’ should include permanent staff only. Staff on fixed term contracts or temporary staff that have been employed by the authority for over a year should be considered permanent. 

Casual staff (i.e. those not employed on a regular basis but when a particular need arises) and those employed by outside contractors (e.g. private companies or a local authority owned company that has a separate corporate identity from that of the authority), should not be counted. 

The number of employees should be the number for whom information on ethnicity is known – ie exclude staff who have not declared their ethnicity from both the numerator and the denominator (a part-time employee counts the same as a full-time employee). If an employee has more than one job, then each job should be counted separately. 

Staff on fixed term contracts and temporary staff that have been employed by the authority for over a year should be considered permanent. 

Staff are considered to be from an ethnic minority group if they define themselves as being from the following 2001 Census classifications:



Mixed

White and Black Caribbean

White and Black African

White and Asian

Any other mixed background



Asian or Asian British

Indian

Pakistani

Bangladeshi

Chinese*

Any other Asian background (please write in)



Black or Black British

Caribbean

African

Any other Black background (please write in)



Other ethnic group



*I have amended the Asian category to include Chinese.

NB the HCM survey continues to use the 2001 categories (amended so Chinese appears under Asian) as these are the categories that most authorities will be able to provide data by. If you have other categories please count all categories as BME except for categories that are “White”.

Snapshot on 31st March 

Return format – number (the original BVPI was % but for the HCM we are requesting a breakdown in numbers of your headcount by ethnicity). 
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To: Chief Executives in England, Wales and N Ireland
Leaders, Elected Mayors and relevant portfolio holders
HR Directors and Finance Directors
Members of the National Employers’ Side
Regional Directors

10 October 2014

Dear Chief Executive,
Local Government Pay 2014

You will have seen yesterday’s announcement that the National Employers and the
Trade Unions have agreed to consult their respective constituents on new pay proposals.

The pay proposals are shown overleaf. The proposals cover the period 1 January 2015
to 31 March 2016.

These pay proposals do not have the status of a formal pay offer. They are proposals
that will be subject to full consultation with councils on whether they could form the basis
of an eventual agreement with the Trade Unions.

Arrangements are currently being made by each of the Regional Employer Organisations
for pay consultation briefings at which LGA officers and members of the National
Employers will be present to hear your views.

Please contact your regional employer organisation for details of these events.

You will no doubt have many questions relating to these developments. We hope to be

able to issue a joint statement with the unions early next week that will provide details of
the consultation process, timescales and next steps.

Yours sincerely,

oy Mg

Sarah Messenger
Head of Workforce





Pay proposals — subject to full consultation with councils

£1,065 (8.56%) on SCP5 with effect from 1 January 2015
£1,000 (7.93%) on SCP6 with effect from 1 January 2015
£800 (6.19%) on SCP7 with effect from 1 January 2015
£550 (4.13%) on SCP8 with effect from 1 January 2015
£350 (2.55%) on SCP9 with effect from 1 January 2015
£325 (2.32%) on SCP10 with effect from 1 January 2015

2.20% on SCPs 11 and above with effect from 1 January 2015
Removal of SCP5 with effect from 1 October 2015

£325 non-consolidated payment on SCPs 5, 6 & 7 to be paid in December 2014
(pro-rated for part-time employees)

£150 non-consolidated payment on SCPs 8, 9 & 10 to be paid in December 2014
(pro-rated for part-time employees)

£100 non-consolidated payment on SCPs 11-25 incl to be paid in December 2014
(pro-rated for part-time employees)

0.45% of proposed new salaries on SCPs 26-49 incl, of which £100 to be paid in
December 2014 and the remaining balance to be paid in April 2015 (pro-rated for
part-time employees)

NJC future work

Both Sides recognise that local government is undergoing a period of unprecedented
change. The way that public services are designed and delivered is evolving at a rapid
pace and against this background the NJC agrees 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 NJC remains committed to national collective bargaining and aims to ensure that the
bargaining machinery can reflect and support new ways of working. The NJC will focus
on producing outputs that are relevant, fair and beneficial to both employers and those
employed to provide public services.
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London Living Wage – summary of the position in London local authorities



Implemented arrangements specifically to address this

Barking & Dagenham

Barnet

Brent*

Camden*

Croydon

Ealing*

Enfield*

Greenwich*

Haringey

Harrow

Hounslow*

Islington*

Lambeth*

Lewisham*

Merton

Newham

Redbridge 

Richmond

Southwark*

Sutton 

Tower Hamlets*

Waltham Forest

		



		





Other arrangements in place that mean it is not an issue

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



Considered and will not be taking any action at this stage

Bexley

Bromley

Havering

Hillingdon

Kensington & Chelsea

Kingston

Wandsworth







* Accredited Living Wage Employer



** Working towards LLW Employer accreditation




