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Summary:
At the Employment Panel in July 2009, Members discussed using part of the underspend from the Pay and Workforce Strategy (PWS) Reserve to support staff who will lose money when PWS is implemented.  This was endorsed by Council in November 2009.

This paper proposes developing a career development support package which would offer learning and development opportunities to affected staff.  An initial advice and guidance stage will help staff to develop effective career plans.

Recommendations:
The Employment Panel is asked to:

1. Approve the principles of the career development support package.
2. Refer this paper to the Executive for referral to Council to authorise release of money from the PWS Reserve.
	Contact Officer:
	Jason Gooding
	Ext:
	 7009


1. Introduction
1.1
At the Employment Panel on 9th July 2009, Members discussed the idea of using part of the underspend from the Pay and Workforce Strategy (PWS) Reserve to support the staff who will lose out when PWS is implemented.

1.2
The Head of Personnel and Development reported to the Employment Panel on 15th October 2009 on the consultation exercise with staff and the unions about the imposition of PWS.  “Both unions, notably Unison, would like to see a precise commitment made by the employer to invest in training and career development initiatives for those staff losing pay.  They want to see an actual allocation of funding i.e. an amount set aside for this exercise, the details of which should then be agreed with management.” (PPP.49/09)

1.3
The Employment Panel resolved, “that a further report be brought back to the Employment Panel giving details of potential training and career development initiatives for staff losing pay to include all potential costings.” (EMP.23/09)

1.4
At the Council meeting on 10th November 2009, Council resolved:

“In order to support the second recommendation of the Employment Panel Council agrees to ring fence the remaining £259,222 in the Pay and Workforce Strategy Reserve until all outstanding issues are resolved, including the commitment to develop an adequately funded Training and Career Development support package for staff due to lose pay as a consequence of the Pay and Workforce Strategy Project” (C.169.09)

      1.5 Council also agreed that a report go to a future Employment Panel with detailed 
 
information of a training and career development support package by the end of 
January 2010.

      1.6 A Joint Working Group (JWG) of management and unions met on 25th 
November 2009 to discuss developing a career development support package.  It 
was confirmed that participation in any programme would be voluntary.  Further 
discussions have taken place to progress the initial ideas.

2. Career Development Support Package – Creating the programme

      2.1The resolution from the Employment Panel meeting on 15th October 2009 calling 
for a costed programme to be brought to a future meeting was not possible to 
achieve by the end of January as requested by Council, as it is not until staff are 
asked what support they would like that we will be able to gauge demand.  
However, it is possible to establish a total amount of funding to support the 
programme.  

     2.2 As at 10th November 2009 there were 218 staff who will see a reduction in their 
salary as a result of PWS.  The total amount of the reduction is £327,131.  It is 
proposed that up to £150,000 be released from the PWS Reserve of £259,222 to 
support the Career Development Support Package.  Unison have commented that 
they would consider this to be a meaningful contribution to support staff.  Any 
residual balance would be returned to the Reserve once the scheme is fully costed.
    2.3 The initial stage of the project will be to find out from staff what support they want.   
A fully costed programme can then be calculated.  It may not be possible to 
finance all the training and qualification study that staff want as there will be a


finite amount of money, so it will be necessary to prioritise what the Council can

fund.

     2.4 Funding to support training and qualification study will be prioritised in the following 
order:

· Staff at Grade D or below in the new pay structure  

· Staff interested in retraining in skills gap areas.  These are currently accountancy, environmental health, planning and surveying, but the transformation programme will reveal further skills gaps.
· Staff at Grade G or below in the new pay structure

· All other staff

     2.5 Some staff will choose to look for alternative employment outside the City Council 
and they should be supported to do this.  Others may choose to become self 
employed and there is support from Business Link Northwest which they can 
access.  Consideration will need to be given to the current Qualification Study 
Policy which states that staff leaving the Council within two years of completing a 
qualification may need to repay all or part of the costs of their study.  This is in 
line with Green Book policy for local government employees.

3. The Gateway

     3.1 The JWG thought that the programme of support should start with a careers 
advice/taking stock module when staff could be assisted, through receipt of 
professional help, to assess their current situation, their skills and knowledge and 
plan their future career direction.  This would become the ‘Gateway’ that staff 
would go through to access further career development support.

     3.2 The Gateway would consist of individual guidance interviews and career planning 
workshops.  Staff could access either or both of these, but must take part in 
one in order to access further training and development activities.  All staff 
taking part in the Gateway would create an Individual Learning Plan (ILP) detailing 
their career plan and the steps they need to take to achieve it.  The ILPs would 
include information on any training or qualification study that staff wanted to do.  
Information from the ILPs will be used to put together a fully costed 
programme of 
support.  

     3.3 The individual guidance interviews could be delivered by both internal staff 
qualified to offer guidance and by external providers.  Staff would be offered a 
choice of who they would prefer to see.  Interviews could take place at a range of 
Council locations including the Civic Centre, Bousteads Grassing, Tullie House 
etc. depending on what would suit individual staff.  The interviews would give 
staff the opportunity to have a detailed discussion about their career and talk 
through the options available to them.  Staff who are not sure what direction they 
want their career to go in, or what step to take next would benefit from an 
individual interview.

    3.4 The career planning workshops would be delivered by external providers with 
support from internal staff.  The workshops would be aimed at staff who have an 
idea of what they want to do, but need some support to create a plan to make it 
happen.

4. Training and qualification study

      4.1The support wanted by staff is likely to include help to apply for other jobs and 
further qualifications to make them more employable.  Some of the support will be 
low cost or even no cost.  For example, Next Step, the adult guidance part of 

Connexions Cumbria, will deliver CV/application workshops as well as interview 
preparation workshops for free.  

    4.2  Awareness will be raised about internal training courses offered as part of the 
CityFirst programme as well as the in house National Vocational Qualifications 
(NVQ) in a range of areas including business administration, customer service 
and IT.  CityFirst courses and end user IT (text processing qualifications and new 
CLAIT) are funded through the corporate training budget.  Internal NVQs and 
business skills qualifications are half funded by the corporate training budget and 
half by directorate training budgets, but for staff taking part in this programme, 
this funding could be used to pay the part usually funded by directorate training 
budgets.  

     4.3 External training and qualifications are likely to make up the largest part of support 
wanted by staff.  Some staff will already know what they want to do and will have 
identified a provider as they may have previously requested this development at an 
appraisal.  The majority of staff are likely to have an idea of what they would

like to do but not know where to go for it, and some staff will have no ideas

about what development they would like, but will know they want to do something to enhance their employability.

     4.4 The City Council has good relationships with Carlisle College, the University of 
Cumbria and several local training providers and they will be able to offer some of 
the development opportunities wanted by staff.  Some staff will want to do 
qualifications that are only offered on a regional or national basis by universities or 
professional bodies so travel and subsistence costs will need to be included 
for these people.

5. Prioritising demand for training and qualification study

5.1 The Gateway stage will be open to all staff in the identified group who want to 
take part.  However, it might not be possible to fund all the training and 
qualification study that staff want so it will probably be necessary to prioritise who 

can access this part of the programme.

    5.2 The JWG thought that staff at grades A to D of the new pay structure should be 
the first group to benefit from the support package.  

     5.3 The City Council has experienced difficulties in recruiting and retaining staff in 
certain vocational areas.  The biggest challenges have traditionally been in 
accountancy, environmental health, planning and surveying.  There have been 
some ‘Grow 
Your Own’ programmes within teams to encourage administrative or 
technical staff to consider professional careers, but this could be expanded to 
include staff in the identified group.  The transformation programme will also reveal 
further skills gap areas.  Further consideration would need to be given to how this 
could 
work in practice and discussions would need to take place with the relevant 
managers.

     5.4 The next priority group would be staff at grades E to G on the new pay structure, 


followed by all remaining staff who are due to lose money.  Staff at lower pay 

grades are less likely to have qualifications that would enable them to gain 

higher paid employment within the City Council.  They are also less likely to have

had opportunities to gain qualifications through directorate training budgets, 

which in many areas have focused on staff at PO and SO grades.

6. Impact on staff benefiting from PWS

6.1 The JWG looked at the issue of what staff who will benefit from PWS might think

about the careers support package offered to their colleagues who are losing out and this was also discussed at SMT on 12th February 2010.  Both groups concluded that communication about this will need to be handled sensitively, but that staff are likely to be supportive.
      6.2 Using part of the PWS Reserve to fund the training and qualification study for 

 staff losing as a result of PWS could offer opportunities to other staff as there might    not be such a great demand on directorate training budgets.
      6.3 We have looked at equality issues and do not consider there to be a significant risk 
of challenge.
7. What happens next?
7.1 Further consultation with the unions will take place at the Corporate Joint Consultative Committee on 10th February.  A consultation exercise will then take place with staff until the end of February. 

     7.2 Approval from Council is needed to release money from the PSW Reserve so this 
paper will need to go to the Executive before going to Council.
     7.3 When all staff who want to participate in the programme have completed an ILP, a 
fully costed package of support can be brought back to a future Employment Panel.
      8. Conclusion
       8.1 This paper proposes developing a career development support package to offer 
learning and development opportunities to staff who will lose money as a result of 
the implementation of PWS.  This was initially suggested by the Employment Panel 
in July 2009.
      9. Recommendations
       9.1 The Employment Panel is asked to:
1. Approve the principles of the career development support package.

2. Refer this paper to the Executive for referral to Council to authorise release of money from the PWS Reserve.
 10. Financial considerations

10.1 Council resolved on 10th November 2009 to ring fence the estimated remaining 


balance in the Pay & Workforce Strategy Reserve for PWS issues.  It should be noted that there are still some issues to be resolved such as Market Factor Supplements and Career Grades that may require resources from this balance.  This report identifies the use of up to £150,000 of the estimated reserve balance to progress Training and Career Development support.  In order for this funding to be allocated, Council will need to approve its release from the reserve as per the Medium Term Financial Plan.

10.2 If approval for release of the money from the PWS Reserve is given the funding should be profiled at £50,000 per year over three years starting in the 2010/11 year. 
	Note: in compliance with section 100d of the Local Government (Access to Information) Act 1985 the report has been prepared in part from the following papers: PPP 49/09 – Implementation of the Pay and Workforce Strategy Project (15.10.09), EMP 23/09 – Employment Panel Minutes (15.10.09), C 169/09 – City Council Minutes (10.11.09).
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