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‘change is happening faster than ever’

That is how it can feel sometimes especially when you are
juggling a plethora of needs, demands and opportunities,
Coundils, working with partner organisations, face the
challenge of leading their communities and satisfying
rising customer and citizen expectations,

They need to be place-shapers and strategic leaders.
They need to work with partners to integrate services
around citizens' needs, to offer greater choice and
personalisation. They face new issues such as climate
change, an increasingly global economy, a growing
elderly population, greater diversity and rising migration.
They need to respond to complex cross-cutting issues
such as social exclusion, poor skills, drug abuse and
anti-social behaviour. Structural and cultural changes
are on the agenda for many authorities, including
changes required to implement new partnership
arrangements, to deal with single status, te set up a
unitary or to improve two-tier working.

Councils face these challenges in a context of tighter
resources. The 2007 Comprehensive Spending Review
(CSR), higher efficiency targets, the need to keep
council tax down and control the pay bill aif constrain
spending. To achieve more with tighter resources,
authorities will need to maximise employees’
performance, introducing new technoiogy and new
ways of working, promoting innovation, changing
attitudes and behaviours, supporting staff to work in
different and more flexible ways. Engaging staff
positively in changes is key to sustainable improvement,

The 2005 Local Government Pay and Workforce Strategy
set out the major workforce challenges, and the
mechanisms to support authorities in addressing them.
There have been important developments since 2005,
with the Local Government White Paper, the Local
Government Association's People and Places proposals,
and the discussions to inform the 2007 CSR.  This
document summarises the main workforce challenges
now facing authorities and invites your views on the most
important issues to tackle as a sector.  Your responses
wili be used to shape the priorities for the workfarce
aspects of the new National Improvement Strategy.
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‘more prepared than ever.’

it would be great if counciis felt that way but 72 per
cent say that they have insufficient organisational
development and change management capadity.

The change journey that lies ahead will require skilled
and effective feadership and management. Rigid
professional practices may need to be confronted and
changed. Future pay pressures will need to be
anticipated and tackled to ensure that pay bills are
manageable. Successfully joining up front line services,
or setting up more shared services with partners and
other authorities, will mean dealing with many tricky
workforce issues. Among other things, different
pariners’ management styles, cultures, performance
management and contractual arrangements will need to
combine coherently.

The iist of change chalienges is immense. For many
authorities they will include redesigning processes,
reducing staffing levels or redesigning jobs, updating
reward and job evaluations systems to reflect new
structures and priorities, perhaps moving from being a
direct provider of services to a strategic commissioner,
OULSOUrCing services, setting up new strategic
partnerships. Councils will need to anticipate where
new or additional jobs will be required, as well as where
jobs wilt no tfonger be needed to put in place skill
development opportunities and avoid unnecessary
redundancies. Dealing with sensitive workforce issues
constructively will reguire skilful handling.

To achieve the ambitions of the White Paper, many
leaders, managers and staff need the opportunity to
develop new skills. These include skills in place shaping,
community and neighbourhood engagement; working
with citizens to develop new forms of service delivery;
mlti-agency working; organisational development and
change management; customer relations management,
strategic commissioning; innovation and risk
management; business process improvement; business
acumen; promoting community cohesion; ecanomic
development; climate change. Currently only a minority
of authorities carry out systematic skills audits to identiy
and address key skill gaps. Many devote & relatively
small amount of time and resources to skill
develonpment.



‘better than ever.’

That is what all councils want people saying about their
focal area. They also want it said about the council. In
the councils that get that kind of feedback, staff are
fikely to feel that way about their jobs.

High performing authorities recognise that effective
people management is central to performance. It is not
the responsibility of human resource specialists alone.

In top performing authorities, leaders and chief
executives know the importance of personally taking
action to ensure that they have motivated and
empowered employees at all levels, There is a direct link
between good people management and high
comprehensive performance assessment (CPA) scores,

Authorities have made significant progress in improving
their people management and development practices
over the last few years. 85 per cent of local government
staff are now covered by the Investors in People award
and 82 per cent of authorities have workforce
strategies. However many have not yet implemented
local pay reviews and so far only seven per cent have
adopted an ‘Engaged Performance/Total Rewards"
approach, such as the model recommended by the
Cabinet Office, although 59 per cent of other
authorities are exploring this possibility. Few have taken
up the opportunity of a People Management Peer
Review, despite those that have done so strongly
praising the benefits of the process.

‘'more competitive than ever.’

Local government needs to attract special people in an
increasingly competitive job market.

Are authorities taking effective action to refresh,
develop and retain their workforce for the future?
Future studies predict an increasing competitive job
market. Attracting, developing and retaining talent is a
top priority for leading private sector organisations.
Local government needs to be an employer of choice to
attract and keep the best people.

Many authorities continue to report difficufties in
attracting sufficient quality candidates for Chief
Executive and other senior posts, yet only 28 per cent
are undertaking succession planning, and only arcund
25 per cent of authorities have ever participated in the
national graduate development programme. Local
government has the oldest workforce of any sector in
the UK economy, with 31 per cent of staff over 50 and
6.5 per cent under 25. Some authorities report that
younger staff and those recruited from the private
sector do not stay long because they find local
government slow and bureaucratic.

Many authorities suffer from significant occupational
skills shortages in key areas such as social work, social
care, environmental health, planning and huilding
control. In many areas the competition between
authorities for scarce skills is pushing up pay without
solving the underlying problem. Some authorities have
not vet analysed their workforce data so that they can
anticipate and address potential future shortages. in
the last two years most of the main skill shortages areas
have eased slightly for the first time since 1995 because
of concerted action at focal, regional and national level.
If local government is going to overcome these skil
shortages, all authorities, with their partners, need to be
proactive in promoting key jobs to schools and cofieges,
employing trainees and setting up skills pathways.

Mast authorities are steadily moving up the levels of the
Generic Equality Standard. Concerted action is needed
to inCrease the percentage of women and black and
minority ethnic staff at senior levels.
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If you have any questions about this document contact

L.Geonnect on 020 7187 7370




