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Report on the Pay & Workforce Strategy

1.
Introduction

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

It is a complex and demanding project with implications not only for the workforce, but the Council as a whole and is being delivered, in partnership with the Trades Unions, through 6 work packages, i.e.

· Equal Pay Review

· Job Evaluation

· People Policies and Terms and Conditions review

· Single Status review

· Workforce Development Plan

· PWS Implementation 

2.
Progress to date

2.1
Equal Pay Audit

The detailed work on Equal Pay will be undertaken once the scores from Job Evaluation are available. Although we do not anticipate that there will be a large financial impact from this work package it is not implausible that there may be inequalities of which we are currently unaware, that would incur costs. 

2.2
Job Evaluation 

Interviews have been carried out for all posts up to, and including, SO2. These posts, which are being evaluated using the NJC scheme, are now being scored by assessment panels and their scores checked by moderation panels to ensure consistency between panels. 

Hay questionnaires have been completed for all posts at SO1 and above and Hay assessment panels started to score these jobs in December 2006.

Chief Officer posts will be evaluated by North West Employers Organisation.

All posts should be scored by late Spring 2006.  

Once staff have been notified of their scores, they will be given time to appeal and, where appropriate, have their jobs re-scored. Job points will be converted to pay lines later in the year, once the appeals process has been completed. 

Until we know the job scores, we are unable to accurately predict the effect that this will have on the pay bill.

2.3 People Policies and Terms & Conditions

Policies and Terms & Conditions have been prioritised for review and those in relation to Discipline; Capability; Grievance; Dignity & Respect; Redundancy; Skills for Life; Training; and Appraisal have been developed and consultation has taken place. Minor amendments are required prior to implementation. Other policies are currently under review. 

2.4
Single Status  

Initial information has been compiled identifying differences in holidays, overtime and sick leave of some employees. Proposals for harmonisation of terms and conditions are being developed and will be costed early in 2007.

2.5 Workforce Development Plan

The Workforce Development Plan will be finalised shortly and a copy will be available on request.  Steps have been taken towards implementing the plan including: 

· Qualification Audit 

· Training and Development Policy and Strategy which include Skills for Life and IT

· Workforce analysis and profiling to help us in planning for career progression, making sure we have the right people available to deliver services in the future, ensuring equality and diversity in the workforce etc.

· Appraisal scheme reviewed and updated

· Employee Opinion Survey carried out and subsequent Improvement Plan developed. 

· Senior Management Team are in the process of producing an Investors in People Profile that will show what sort of employer we want to be by 2009. 

· Draft Internal Communications Strategy produced 

Work in progress includes developing an employee Well-being strategy; exploring the use of competencies and in-house use of accreditation; establishing a revised Probation Policy linked to the new Probationary Management (training) Programme (PMP) and whatever competencies are agreed for newly appointed supervisors and managers.

Other, planned work will include a pilot of a career development framework, possibly to include trainee-ships, apprenticeships, placements, etc, along with a review of the use of existing senior manager competencies, and the associated 360-feedback process, and the design of a new approach to senior manager development.

2.6
PWS Implementation

Implementation of elements of the Pay and Workforce Strategy are now ongoing e.g. introduction of revised polices and strategies. 

Other proposed changes, where there is likely to be a large financial or organisational impact, will need to be considered together, to ensure the best possible and affordable combination of options are introduced.

Discussions have just started with Unions concerning issues such as back pay and pay protection.

3.
Financial Implications

In early discussions, Trades Unions have indicated that their focus will be on obtaining back pay for up to 6 years rather than on pay protection. This is partly due to court rulings that have indicated that pay protection prolongs inequality.

Trades unions have been informed by the Executive that whilst the authority has entered into this exercise meaningfully, the outcomes will inevitably be constrained and informed by what the authority can afford. Any additional funding requirements could be met in the short term from money that has been earmarked from Council reserves whilst further recurring savings are identified to enable us to absorb any increased costs in a managed and sustainable way.

Based on information provided by North West Employers’ Organisation, we believe that the worst case scenario is likely to be a cost to the Council of 6% of the pay bill.

4. Conclusion

Work on the Pay and Workforce Strategy is well underway. There have been some delays but it is envisaged the project will be complete within predicted, overall timescales.

Likely costs and proposals for implementing recommendations will be determined during 2007 and reported to CROS at future meetings. 

Members are requested to note progress on the project.
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