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Public
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Outside Policy Framework

Title:
Pay & Workforce Strategy Implementation

Report of:
Deputy Chief Executive

Report reference:
CE 47/07

Summary:

The purpose of this report is to provide an update on progress with the Pay & Workforce Strategy and seek approval from Members to recruit an Implementation Officer and Admin Assistant dedicated to completing the Implementation stages of the project.  The cost of this can be met through earmarked funds that have been released by Council for the implementation of Single Status. There will be sufficient residue to cover these new requirements. Authority to spend these funds is delegated to the Deputy Chief Executive.

Recommendations:

1. That the Executive notes the progress to date.

2. That the Executive authorises the Deputy Chief Executive to use £46,000 of the released funds for implementation of the Pay and Workforce Strategy Project to support Job Evaluation as described in this report. This will leave sufficient released resources to implement the aspects of single status described in the report to Council that released funds for that purpose (CE 27/07).

Contact Officer:
Carolyn Mitchell
Ext:
7306

1. BACKGROUND 

The Pay & Workforce Strategy project was established in 2004 to meet the requirements of the 2004 National Joint Council (NJC) Pay Agreement and to help improve the performance of the Council. 

As described in previous reports to this Committee the project is being delivered, in partnership with the Trades Unions, through 6 work packages, i.e.

· Job Evaluation

· Equal Pay Review

· People Policies and Terms and Conditions review

· Single Status review

· Workforce Development Plan

· PWS Implementation 

2.
Progress to Date

2.1 Timescales

The original timescales for the project indicated that the preparatory work should all be completed, ready for implementation by 1st April 2008.

However, slippage has occurred on a number of work packages, most notably Job Evaluation. A summary of the current position on each of the work packages is shown below:

2.2
Job Evaluation

Job scores were released at the end of August and staff given until mid-October to submit appeals against the scores. This resulted in the receipt of 244 appeals against job scores and it is anticipated that it will take until the end of April 2008 to process these.

2.3
Single Status

There is work in progress, to be completed before April on Single Status harmonisation in relation to

· standby and callout arrangements and payments

· payment of professional fees

· car allowances

· premia payments (i.e. rates for working at night and at the weekend as part of the normal working week)

2.4
Workforce Development Plan

The Workforce Development Plan has been completed and implementation is ongoing.

2.5
People Policies and Terms & Conditions

A number of the City Council’s people policies form part of the Council’s reward structures. Those which contribute, and have not yet been reviewed, are being prioritised with the aim of reviewing those with most significant financial impact by the end of April 2007.

2.6
Equal Pay

All proposals need to be assesed to ensure that equality legislation is not breached.

3 
Pay and Workforce Strategy Implementation

The development of proposed revised pay structures element of the Implementation work package incorporates recommendations from all of the other work packages and cannot be finalised until they have been completed.

The area that has the greatest impact on these will be the scores from job evaluation. The appeals are unlikely to be fully dealt with before the end of April 2008 so there will be a consequent delay on the development and costing of proposals. 

Consultation on these proposals, negotiations with Trades Unions and notice to staff on changes to their contracted pay and reward packages are likely to take us through to the end of 2008. 

There may be additional policy revisions that do not have a significant cost implication, but form part of the PWS reviews that will take place after that.

There is a substantial amount of work involved in this Implementation work package and it is necessary to have a dedicated resource for up to 1 year to co-ordinate and contribute to the completion of the Pay & Workforce Strategy Implementation. Salary with oncosts for a post at this level would be approximately £35,000.

In addition, there will be a need for part-time admin support for the Implementation from 1st April 2008 and this would cost approximately £11,000 for a full year.

2. RECOMMENDATIONS

1. That the Executive notes the progress to date.

2. That the Executive authorises the Deputy Chief Executive to use £46,000 of the released funds for implementation of the Pay and Workforce Strategy Project to support Job Evaluation as described in this report. This will leave sufficient released resources to implement the aspects of single status described in the report to Council that released funds for that purpose (CE 27/07).

3. REASONS FOR RECOMMENDATIONS

These recommendations will contribute to the Council’s ability to fulfil its outstanding obligations from the 1997 and 2001 National Pay Agreements.

The temporary resources will enable appeals to be processed more effectively and help to ensure that the authority can asses the full impact of job evaluation, and make the subsequent management decisions, within a reasonable timescale.

4. IMPLICATIONS

· Staffing/Resources – as reported in the body of this paper.

· Financial – The sum of £1m per annum is earmarked in reserves to fund the implementation of the Pay and Workforce Strategy from 2007/08 to 2009/10. The sum of £112,300 was previously approved to be released by Council on the 11 June 2007, as contingency delegated to the Deputy Chief Executive to cover possible costs arising from harmonisation of holiday, sickness entitlements and overtime rates earlier this year. This request for £46,000 would be a one-off cost, spread over 12 months, to co-ordinate and support development of proposed pay and reward structures and implementation of the Pay and Workforce Strategy.

· Legal –this post would help enable delivery of the Pay & Workforce Strategy in accordance with National Pay Agreements.

· Corporate – This proposal has been discussed at Joint management Team.

· Risk Management – implementation of these recommendations will reduce the risk of a legal challenge against the authority for failing to implement elements of the Pay & Workforce Strategy and reduce the risks associated with long delays in the authority being able to fully asses the impact of Job Evaluation.

· Equality Issues –equality issues are fundamental to the development and implementation of an effective Pay & Workforce Strategy and reflect the Councils’ commitment to treat all employees equally

· Environmental – None

· Crime and Disorder – None

· Impact on Customers – Managers throughout the authority will be involved in the appeals process with an inevitable impact on some aspects of service delivery. The recruitment of temporary support to the project will help to alleviate this impact.
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