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Workforce Planning Group
Minutes 

19 March 2015
IN ATTENDANCE   

Neil James


LB Barking & Dagenham
Gerard Kennedy

LB Brent

Kirsty Longley


LB Enfield

Elena Geraci


LB Hackney

Meryl Wade


LB Hackney

Cliff Mallinder


LB Haringey

Esther Sims


LB Harrow

Rashpel Sehmi

LB Hillingdon

Gail Owens


LB Hounslow

Dhanya RamAnanth

RB Kensington & Chelsea

Sneha Advani


RB Kingston upon Thames/LB Richmond

Claudia Menichetti

LB Lambeth

Mark Porter (Chair)

OneSource

James Kay


One Source

Jo Ogden


LB Waltham Forest

Patrick Darnell


LB Wandsworth

Jessica Brennan

City of Westminster

Steve Sheldon


City of London 

Tim Bartlett


Essex CC

Tessa Mapley


London Councils

Selean Lansley

London Councils

Debbie Williams

London Councils

APOLOGIES

Apologies were received from Emma Downie (Bromley), Simon Morley (Lambeth), Chris Fagan and David Smythe (Redbridge) and Anna Finch-Smith (Tower Hamlets).
APPROVAL OF MINUTES

The minutes from the meeting held on 15 January 2015 were approved.
MATTERS ARISING

There were no matters arising from the minutes of the 15 January 2015.
PRESENTATION: Max Blumberg, Lecturer, Goldsmith College
Max gave a presentation on the work he is currently undertaking on behalf of the CIPD regarding workforce data across the private and public sectors.

A copy of the presentation is attached.
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LONDON COUNCILS HR METRICS SERVICE – Tessa Mapley
Surveys

Colleagues will be aware that there are a lot of surveys in circulation at the moment.   The trade union membership and facilities time survey will be sent out week beginning 23 March.   The survey will be a bit different this time as we have focused the questions around the Localism Act Transparency Regulations (2014 guidance) on facility time granted to trade unions.  The guidance highlights that boroughs will need to publish trade union facilities on their websites.
It is expected that 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
The survey service will provide Epaycheck with London-average pay data for key Chief Officer posts in March 2015.

Epaycheck have offered access to Epaycheck data to the London boroughs via the HR Metrics Service through a single “group” membership that Epaycheck will create for London Councils for a single annual subscription fee of £200.   London Councils has paid for this membership.   If colleagues wish to access the data through Epaycheck can they please contact Tessa Mapley.     
Some London boroughs that are already members of Epaycheck have chosen to keep their individual membership so they can obtain the information direct.
DATA DEFINITIONS

Tessa asked if colleagues can check if they are collecting data in line with the data definition document (attached) so the information reported back on InfiniStats is in line with these definitions.
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There are concerns that some boroughs are not using the definitions when completing reporting sickness absence figures for the HCM survey.  
Selena informed colleagues that the issue of differentials in reporting sickness data had been raised at Heads of HR meetings.   Those boroughs who have reported low sickness levels since the demise of the Audit Commission, maybe be invited along to a Heads of HR meeting to share good practice.
Peter Reilly, IES, has been invited to the Heads of HR meeting in July to run a session on evidence based decision making.  Hopefully HR Directors will have a discussion/debate with colleagues following this session.

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.

If anyone has any suggestions please contact either Mark Porter or Debbie Williams.

LONDON COUNCILS UPDATE – Selena Lansley

The latest update on national pay, London Living Wage and CELC sponsored work.   Please contact Selena Lansley if you wish to discuss this update or any London workforce matters further.
Local Government Services 2014-16

· Chief Officer Pay: agreement has now been reached for an increase of two per cent on guaranteed FTE basic salary of £99,000 or less (as at 31/12/14).  This pay agreement covers 1 January 2015 to 31 March 2016.


· Chief Executives Pay:  discussions continuing.  The Lead Employer members met on 18 February with the Chief Executive Staff Side.    The Staff Side expressed extreme disappointment at the Employers’ pay offer and no further negotiation was possible. ALACE’s National Council sought to refer the pay dispute to Arbitration. The Employers have responded to the Staff Side’s request in a letter dated 12 March explaining that they cannot commit to be bound by the outcome.

· Soulbury and Youth & Community Pay: The pay agreement has been reached with the Soulbury Officers’ Side for 2014. This is 2.2% on all pay points for all categories of Soulbury Officer and on London and fringe area allowances. This is an 18 month agreement from 1 March 2015 to 31 August 2016 with no backdating. 

The JNC Youth and Community Staff Side have informed us that the outcome of their consultative ballot on our pay offer (2.2% on all pay points over 18 months) will be known on 30 March. 
· Local Government Service Future Work Briefing:  The  attached document ‘LGS future work briefing’ is an LGA briefing that is being shared with regions (officers, employers and unions) with the aim of stimulating debate around where the sector want to be in relation to pay strategy and thinking through the implication of this.  This was discussed at GLPC.  The LGA have advised that any feedback will help to further shape this briefing.   Regional directors have been invited to a meeting on 14th April ahead of the National Regional Employers (Regional Chair Members) meeting on the 15th April where the debate will continue.
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· Deletion of SCP 4 & 5 GLPC inner pay spine: A short paper which was circulated to GLEF and GLPC members and Heads of HR.   The decision was agreed at the GLPC on 12 March by both the Employers and Trade Unions to delete two additional lower points from the GLPC inner London pay spine so that it aligns with GLPC outer London and NJC.  It immediately affects 1 borough K&C (3 Kitchen Assistants) who have confirmed not anticipating any issues.  This matter has been discussed at Heads of HR over the last 3 meetings.
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London Living Wage (Please check the status of your borough)

· The updated summary that is shared with the 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.  

· The unions have regularly raised the London Living Wage (LLW) with a view to ensuring that it becomes the minimum for all directly employed staff whilst also looking to persuade authorities to gain Living Wage Employers accreditation therefore making a commitment to contracted out services.  Following on-going discussions, the employers have maintained their view that this policy issue is best considered at local level.
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Chief executive London Committee (CELC) Update
CELC commissioned HoHR to work on 3 areas (see below).  

1.    Endeavour to reduce the false competition for social workers, especially children’s. (Nick Hollier & Andreas Ghosh). 

A Memorandum of Co-operation (MoC) has now been produced to set out the broad approach to collaboration. A letter of support from CELC key stakeholders and DCS has been sent to all boroughs.  The MoC will be supplemented by protocols which will define specific action, such as determining a cap in pay rates. Substantial data on pay rates and numbers has also been collated and exchanged; this in itself should have some impact in dampening rates.  Specific agreements on issues such as rates, references and communication will need to be achieved by May 2015.

2.    Assist in preparing for new skills demands and other workforce issues as

       a result of implementing the Care Act 2014. (Martin Rayson and Charles  

       Obazuaye).  

Phil Porter (London ADASS Workforce lead) is scheduled to attend the London Heads of HR network on the 24 April to discuss and agree the role of HR as part of the London Social Care Partnership workforce development programme that is due to be agreed by ADASS in March 2015.

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

      alternative work when made redundant (Caroline Nugent & David Veale).

This is a substantial work stream. To move to the next stage, some short term funding (£1000 minimum per borough) has been requested to help reduce redundancy costs and very importantly support employability amongst those lower skilled staff made redundant.  Chief executives where reminded that the average cost of one redundancy is approximately £10,000.

ANY OTHER BUSINESS
There was no further business.
DATE OF NEXT MEETING

18 June 2015 (10-12.30pm)
FUTURE DATES

24 September 2015 (10-12.30pm)
10 December 2015 (10-12.30pm)
�








PAGE  
3

[image: smaller_London Councils_colour]					





























Human Capital Metrics 



Annual Survey



Individual Metrics & Definitions
























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 schools’ employees.



· If you cannot complete all of the questions please answer as many as you can.



· 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 sickness reason categories is attached.



· Each borough is responsible for ensuring that the data it provides has been produced in accordance with the survey definitions and reflects the true position within their own council



· Once the draft results’ reports are available on Infinistats.com you will be asked to check and confirm your data; provide notes for any extreme values and give details of any metrics you have provided that have not been produced in accordance with the survey definitions. These notes will be appended to the results’ reports.



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. An edited extract from the most recent BVPI guidance is attached.




Metric Definitions – All Metrics exclude schools’ employees



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



		· As at 31st March, 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 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 employees on temporary contracts of less than one year, seasonal employees, casual employees, and agency staff



		4. Age: headcount broken down by age bands



		Age bands:



· 16 to 24

· 25 to 39

· 40 to 49

· 50 to 64

· 65 and older

· Not known



· 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



		6. Gender: headcount numbers by gender



		Gender:

· Male

· Female

· Other

· Not known



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



		


7. Percentage of top 5% earners: female (at end of period)



		Use methodology for BVPI 11a (An edited extract of BVPI guidance is attached).



		8. Ethnicity – headcount of staff by ethnicity (at end of period)



		Use methodology for BVPI 17a except:

1. provide headcount (rather than %) 

2. exclude schools employees

 (An edited extract of BVPI guidance is attached)



		

9. Percentage of top 5% earners: BME (at end of period)



		Use methodology for BVPI 11b (An edited extract of BVPI guidance is attached)



		10. Percentage of staff declaring a disability.(at end of period)



		Use methodology for BVPI 16a except:

1. please provide numbers (rather than %)

2. exclude schools’ employees

(An edited extract of BVPI guidance is attached)



		11. Percentage of top 5% earners who are disabled (at end of period)



		Use methodology for BVPI 11c

(An edited extract of BVPI guidance is attached)



		12. Headcount by length of service 



		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 due to sickness absence per employee (year to 31st March)



		Use methodology for BV12 (an edited extract of BVPI guidance is attached)



· exclude schools’ employees



· exclude absences for medical and dental appointments



Also please exclude any days that the absent employee would not have been expected to work. For example weekend days for full-time employees; or usual non-working days for part-time employees.



Include the sickness absence of employees who later became leavers.





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



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



Use methodology as for Metric 13 above except count only sickness periods lasting less than 20 days (NB your short-term and long-term absence metrics should total your average working days lost.)



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



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



Use methodology as for 13 and 14 above except count only sickness periods lasting 20 days or more (NB your short-term and long-term absence metrics should total your average working days lost.)



		16. Headcount of staff who have taken sickness absence (year to 31st March)



		

· 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 



		· Please provide the total number of FTE sickness absence days lost by each of 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. Direct cost of sickness absence (year to 31st March)



		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 average pay bill/average FTE/52.142/5.



		19. Number of referrals to Occupational Health (year to 31st March)



		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 (as at 31st March)



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



		21. Cost of agency staff (year to 31st March)



		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. Headcount of leavers by reason (year to 31st March)



		Enter the headcount 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, 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. Exclude 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 of more than one year.

NB: 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.

· Do not count employees on maternity/parental leave and internal transfers/redeployments/ promotions as leavers. 

· Total number of leavers is calculated automatically



		25.Headcount of leavers with less than one year’s service (year to 31st March)



		The headcount of leavers counted in Metric 24 (Headcount of Leavers by reason) who left with less than one year’s service with your council.
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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.
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BV 16a –% of staff with a disability

*NB: Re: original definition below - the DDA was superseded by the Equality Act 2010 – see link:



http://www.legislation.gov.uk/ukpga/2010/15/section/6



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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Greater London Provincial Council

DATE:  12 March 2015

GLPC CIRCULAR 1/2015

Dear Colleague


LONDON PAY SPINES

The GLPC Circular detailing the ‘Special salary arrangement for London’ following the NJC pay settlements for 2014-16 was issued on the 17 November 2014.  The circular included the pay spines agreed at that time.  Agreement has now been reached to delete two additional bottom points on the inner London pay spine with effect from 1 October 2015.  Therefore employees on inner London Spinal Column Point (SCP) 3 shall progress to SCP6 and outer London SCP5 should progress to SCP6 on 1 October 2015 (as described in the previous referenced circular). 


The revised inner London pay spines are attached at Annex 1 along with a reminder for ease of the previous outer London agreed pay spine and should be implemented with effect from 1 October 2015 until 31 March 2016.   
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Vicky Easton

Onay Kasab

Dave Powell

Selena Lansley

Joint Secretaries


To:
The Chief Executives of the London boroughs



The Heads of Human Resources of the London boroughs


The Finance Directors of the London boroughs

GLPC and GLEF Employers’ Side representatives

London Councils Pay & ER Forum


London Councils Political Advisers’

The constituent trade unions

Annex 1


		Inner London Pay Spines


 Scp


Per


annum


2013

New per annum


1 Jan 2015- 31 March 2016

Scp


Per annum


2013


New per annum 1 Jan 2015- 31 March 2016

3*


£15,063


£16,353


37

£34,494

£35,253

4*

£15,186


£16,389


38

£35,406

£36,186

5*

£15,459


£16,416


39

£36,456

£37,257

6


£15,870


£16,524


40

£37,329

£38,151

7


£16,266


£16,680


41

£38,229

£39,069

8


£16,668


£17,055


42

£39,120

£39,981

9


£17,064


£17,439


43

£40,017

£40,896

10


£17,352


£17,733


44

£40,911

£41,811

11


£18,210


£18,612


45

£41,754

£42,672

12


£18,525


£18,933


46

£42,681

£43,620

13


£18,918


£19,335


47

£43,584

£44,544

14


£19,221


£19,644


48

£44,484

£45,462

15


£19,548


£19,977


49

£45,360

£46,359

16


£19,929


£20,367


50

£46,266

£47,283

17


£20,328


£20,775


51

£47,169

£48,207

18


£20,664


£21,120


52

£48,069

£49,128

19


£21,312


£21,780


53

£48,987

£50,064

20


£21,969


£22,452


54

£49,947

£51,045

21


£22,647


£23,145


55

£50,922

£52,041

22


£23,148


£23,658


56

£51,894

£53,037

23


£23,730


£24,252


57

£52,857

£54,021

24


£24,399


£24,936


58

£53,820

£55,005

25


£25,068


£25,620


59

£54,783

£55,989

26


£25,770


£26,337


60

£55,758

£56,985

27


£26,523


£27,108


61

£56,715

£57,963

28


£27,279


£27,879


62

£57,681

£58,950

29


£28,224


£28,845


63

£58,662

£59,952

30


£29,058


£29,697


64

£59,610

£60,921

31


£29,868


£30,525


65

£60,582

£61,914

32


£30,648


£31,323


66

£61,821

£63,180

33


£31,464


£32,157


67

£63,084

£64,473

34


£32,253


£32,964


68

£64,362

£65,778

35


£32,856


£33,579


69

£65,694

£67,140

36


£33,639


£34,380


70

£67,029

£68,505



		

		

		



		

		

		

		

		

		

		

		





* deletion of point effective from 1 October 2015

		Outer London Pay Spines





		Scp



		Per annum 2013



		New per annum 1 Jan 2015- 31 March 2016



		

		 

Scp



		Per annum 2013



		New per annum 1 Jan 2015- 31 March 2016





		5*

		£14,961

		£16,242

		

		41

		£36,669

		£37,476



		6

		£15,090

		£16,287

		

		42

		£37,551

		£38,376



		7

		£15,369

		£16,320

		

		43

		£38,451

		£39,297



		8

		£15,771

		£16,422

		

		44

		£39,351

		£40,218



		9

		£16,164

		£16,575

		

		45

		£40,188

		£41,073



		10

		£16,452

		£16,833

		

		46

		£41,124

		£42,030



		11

		£16,647

		£17,013

		

		47

		£42,027

		£42,951



		12

		£16,962

		£17,334

		

		48

		£42,924

		£43,869



		13

		£17,367

		£17,748

		

		49

		£43,803

		£44,766



		14

		£17,658

		£18,045

		

		50

		£44,706

		£45,690



		15

		£17,985

		£18,381

		

		51

		£45,606

		£46,608



		16

		£18,378

		£18,783

		

		52

		£46,512

		£47,535



		17

		£18,768

		£19,182

		

		53

		£47,433

		£48,477



		18

		£19,104

		£19,524

		

		54

		£48,387

		£49,452



		19

		£19,758

		£20,193

		

		55

		£49,365

		£50,451



		20

		£20,406

		£20,856

		

		56

		£50,334

		£51,441



		21

		£21,087

		£21,552

		

		57

		£51,297

		£52,425



		22

		£21,588

		£22,062

		

		58

		£52,257

		£53,406



		23

		£22,170

		£22,659

		

		59

		£53,232

		£54,402



		24

		£22,833

		£23,334

		

		60

		£54,192

		£55,383



		25

		£23,511

		£24,027

		

		61

		£55,155

		£56,367



		26

		£24,210

		£24,744

		

		62

		£56,127

		£57,363



		27

		£24,957

		£25,506

		

		63

		£57,093

		£58,350



		28

		£25,710

		£26,277

		

		64

		£58,053

		£59,331



		29

		£26,664

		£27,252

		

		65

		£59,025

		£60,324



		30

		£27,498

		£28,104

		

		66

		£60,264

		£61,590



		31

		£28,311

		£28,935

		

		67

		£61,524

		£62,877



		32

		£29,088

		£29,727

		

		68

		£62,808

		£64,191



		33

		£29,898

		£30,555

		

		69

		£64,134

		£65,544



		34

		£30,693

		£31,368

		

		70

		£65,475

		£66,915



		35

		£31,296

		£31,986

		



		36

		£32,079

		£32,784

		



		37

		£32,934

		£33,660

		



		38

		£33,846

		£34,590

		



		39

		£34,887

		£35,655

		



		40

		£35,772

		£36,558
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OneSource:

Valuing Your Talent
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Personal Introduction

2

 Musician, Computer scientist

 Accenture consultant

 Technology start-up

 PhD & Research Fellow at Goldsmiths

 Consult globally: HR Analytics, Organizational & Sales force performance

CIPD Valuing Your Talent
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Understanding the value creation process
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How much do we invest in people?

4

		TMT		37%

		Heavy manufacturing		25%

		Light manufacturing		32%

		Pharmaceuticals/Prof services		45%

		Financial services		43%



CFO Research Services
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cipd.co.uk/valuingyourtalent 



Are people different?
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Are people different?





Productivity v Performance





Do we invest differently in people?





Spending £1m on a technology v development?











cipd.co.uk/valuingyourtalent 



Valuing Your Talent (VyT)
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Collaborative movement seeking to develop a broad framework which:





1. Defines basic metrics for valuing talent and promotes agreement and consistency in the way these measures are used





3. Underpins the development of tools which help to release the full value delivered by training and development





2. Executives, employees, investors and others can assess how organisations are developing their people to enable sustained and higher levels of performance

















The Valuing your Talent Framework

www.valuingyourtalent.co.uk

#VyT
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cipd.co.uk/valuingyourtalent 
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Defining basic metrics for valuing talent and promotes agreement and consistency in the way these measures are used e.g.





Recruitment costs





Development costs





Employee engagement





Staff compensation & development costs



















cipd.co.uk/valuingyourtalent 
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Helping executives, employees, investors and others assess how organisations are developing their people to enable sustained and higher levels of performance





Transparency





Standardisation





Research

















cipd.co.uk/valuingyourtalent 
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Underpins the development of tools which help to release the full value delivered by training and development





McKinsey





Playbook





Others





Open source



















cipd.co.uk/valuingyourtalent 



The role of metrics in learning
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How do we invest in human capital?
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£ programme





Competencies (Knowledge)





Employee performance

(Behaviour)





Contribution to organisational objectives













How do we invest in human capital? 

		Competency rating 60%				Competency rating  90%				

		Performance rating 50%						Performance rating 75%		

		Contribution to organisational objectives 100 units								Contribution to organisational objective 150 units
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Pre-programme





Competencies





Employee performance





Contribution to organisational objectives





£20k programme















£X programme





Competencies (Knowledge)





Employee performance

(Behaviour)





Contribution to organisational objectives













Phasing in analytics

		Stage		Analysis type

		1. Anecdotal decision-making		Decisions based on gut-feel and hearsay
Based on limited samples

		2. Data collection and basic operational reporting		Data gathering and integration
Data cleansing
Metrics reported in their own right without linking them to other metrics

		3. Descriptive analysis		Dimensional analysis
Trend analysis
Benchmarking

		4. Correlational analytics		Metrics linked to organisational outcomes without proving cause and effect

		5. Predictive analytics		Casual/linkage analysis
Given X today, we think we will get Y tomorrow

		6. Strategic scenario planning		Workforce planning
Financial modelling
Risk analysis
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The Valuing your Talent Framework

The Managing the value of your talent report includes, in the appendix, definitions of indicative
metrics for the various boxes and levels of the framework.

SUSTAINABLE BUSINESS PERFORMANCE

® Strategic execution e Stakeholder focus

® Innovation * Corporate responsibility
* Risk management and governance

Organisational - .
agility & H Organisational : : Organisational

resilience

culture Productivity performance

Leadership Workforce Workforce . Engagement
capability : capability : performance : LREED : & well-being
< OUTPUTS O,
. i Learning & Organisation Workforce Employee
Re‘;"e:t“_e'“ & Performance competency | development ! Reward & & succession relations
fetention . management development & design LD planning : & voice
/1 ACTIVITIES —

Workforce composition H Pay & benefits : Skills, qualiﬁca_tions H Regulatory compliance
& competendies

VALUING YOUR

TALENT

OUTCOMES

measure the quality of outputs and the
resulting impact at business level from the
combination of inputs and activities

OUTPUTS

add measurable value to the organisation and are
the result of effective human capital management
activities

ACTIVITIES

convert the human capital input level into higher
level outputs through human capital processes
and activities.

INPUTS

are the basic components of human capital
resources and fundamental data about the
workforce
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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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London Living Wage – summary of the position in London local authorities





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




