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1.0

11

1.2

1.3

1.4

INTRODUCTION

Pay and Workforce Plans (PWPs) are an integral part of the
Government’s programme to support the efficient delivery of improved
public services; ensure pay settlements are affordable; and maintain
pay systems that provide fair reward and recognition for staff.
Government policy is to increase regional and local pay flexibility
across the public service labour market and Government has issued
guidance requiring PWPs to incorporate local pay considerations.

Devolved Administrations are required to produce PWPs setting out
how they intend to ensure the availability of a trained and motivated
workforce to secure the delivery of quality public services. For 2007-08
PWPs have been linked explicitly to the Comprehensive Spending
Review (CSR2007) process. This is to ensure that public sector pay
settlements are consistent with the Bank of England’s inflation target
and affordable within the overall CSR settlement.

This document sets out the 2007-08 PWP for the Northern Ireland (NI)
Executive Departments and their associated public bodies. The
Northern Ireland Office (NIO) produces a separate plan covering the
functions under its remit. A PWP for NI's Executive Departments
extends across a wide range of public sector functions. A document
covering all public bodies in NI, to a reasonable extent, would be very
difficult to compile. While the 2005-06 Pay and Workforce Strategy
(PWS), now termed Pay and Workforce Plan, focused on the three key
areas of Health, Schools and the Civil Service, the scope of this PWP
has been extended to capture the Further Education (FE) Sector.
Overall these four groups account for around 85% of total public sector
employment in NI (excluding Reserved functions)®.

There are a further nine sections to this PWP. Section 2 sets out the
policy context and highlights a number of factors that will influence
public sector pay and workforce planning in NI. Section 3 outlines the
background in relation to the wider NI context and its labour market, as
well as the public sector workforce in the Province. Section 4
summarises the overall preliminary pay and workforce projections over
the CSR2007 period. Sections 5 to 8 describe the major pay and
workforce issues impacting on Education, the Civil Service, Health and
Further Education respectively. The penultimate section highlights
progress towards achieving the recommendations in the 2005/06 Pay
and Workforce Strategy while the final section outlines the main
conclusions and identifies those areas that require further research in
the future.

! Source: DETI, Quarterly Employment Survey, Decen@®6.



2.0 KEY INFLUENCES ON PAY AND WORKFORCE PLANNING

2.1

A range of policies, initiatives and legacy arrangements influence
current pay policy and workforce planning in NI. While the influence of
some will be confined to a single sector, others impact across all of the
key areas identified in this PWP. A number of these factors are
highlighted in the following paragraphs.

Pay and Reward Principles

2.2

On 31 March 2005, Minister for the Cabinet Office, David Miliband MP,
announced new principles to underpin future public service pay and
workforce modernisation negotiations. The principles promote action in
a number of areas including investment in skills, equal pay, pension
reform, systems of pay incentives and a constructive approach to
increased workplace flexibility and adaptability. The new pay and
reward principles, agreed by Government and the unions in the Public
Services Forum, form the basis of all PRB (PRB) and collective
bargaining remits and are reproduced in Annex A.

Public sector Pay Gateway

2.3

2.4

The Government is continuing its commitment to ensure that public
sector pay is targeted towards delivering and administering high quality
public services. The 2005 Pre-Budget Report announced the
establishment of a new Public sector Pay Committee (PSPC) — the Pay
Gateway. The PSPC sets common objectives for pay across
Government and ensures that both pay awards and pay systems
across the public sector are evidence based, represent value for
money and are financially sustainable in the long run.

The main purpose of the PSPC is to ensure that all individual public
sector pay decisions are agreed on a consistent basis. For example,
the Committee has a role in approving the HM Treasury (HMT) pay
guidance. Although the PSPC has the power to scrutinise all individual
public sector pay remits, including those in NI, the PSPC does not
routinely approve individual pay remits. Instead the Committee only
tends to scrutinise particularly contentious pay remits. Decisions on
whether to refer an individual pay remit to the PSPC will be made by
HMT in conjunction with Cabinet Office. In NI, the Department of
Finance and Personnel (DFP) provides the first point of contact for
advice on pay remits. Those pay remits likely to be referred to the
PSPC will typically involve one or more of the following:

A large number of staff;

Significant staff restructuring;

Significant pay increases;

Pay proposals that are potentially repercussive in NI or elsewhere
in the United Kingdom (UK).

o O O0Oo



2.5

The PSPC also reviews progress on local pay. The terms of reference
in the remit letters to the PRBs now require them to have regard to
regional/local labour markets and their effects on recruitment and
retention. In addition, the civil service pay guidance instructs
departments to fully consider local pay.

National Pay Awards

2.6

2.7

The pay and conditions of many of NI's public sector workers shadow
or mirror their counterparts in the rest of the UK. While there are
examples of NI staff groups being formally incorporated within the
national pay bargaining process, in many cases they are not covered
by, or do not participate in, the national pay determination process yet
still follow the outcome of the national settlement. In some instances
there can be a local bargaining process that typically concludes by
tracking the respective Great Britain (GB) settlement. In other cases
the terms of employment contracts include contractual entitlements to
the outcome of a national or GB pay bargaining process.

As a result the impact of national public sector pay settlements can
directly or indirectly feed through to pay rates of analogous staff groups
in NI. In particular the following national or GB settlements exert
significant influence in NI:

PRB outcomes for:
o Doctors & Dentists;
0 Nurses & other Health Professionals;
o Teachers; and
o Senior Civil Servants.
Agenda for Change (AfC); and
National Joint Council (NJC).

The National Minimum Wage

2.8

2.9

The National Minimum Wage (NMW) is currently set at £5.35 per hour
from 1% October 2006. This was an increase of 6% on the previous
year, significantly above the average levels of pay growth in the
economy. The Low Pay Commission has indicated that its commitment
to increases in the minimum wage above average earnings is over —
and that looking forward, there would be no presumption that further
increases above average earnings are required.

The Low Pay Commission has noted that NI is one of the regions likely
to be most affected by the NMW. It has already been an influential
factor in setting the pay scales of the lowest paid workers in the public
sector in NI. With a near 6% increase in October 2006 the NMW
continues to be an influential factor on pay planning — with future
increases, even at rates closer to UK average earnings, its influence is
likely to continue for some time.



Pensions
2.10 While the private sector appears to be moving away from final salary

2.11

2.12

pension schemes they remain a strong feature of the public sector.
However, the costs of existing final salary pension arrangements are
increasing — primarily for two reasons. Increasing life expectancy has
led to increases in the value of pension liabilities to be covered by the
taxpayer — both now and in the future. Secondly, for funded schemes,
an era of low interest rates and falling investment returns has impacted
negatively on the value of existing assets and contributions within
pension funds — intensifying the need for additional contributions.

These circumstances have led to instances where public expenditure
has had to be diverted to cover additional employer contributions into
pension schemes. With pensions being regarded as a form of deferred
pay this is an issue of increasing importance to those involved in pay
and workforce planning.

In order to ensure the future financial sustainability of public service
pension schemes the Government has introduced new pension
arrangements for civil servants, which took effect from April 2006 for
new entrants and will commence for current civil servants in 2013. This
involves two fundamental changes with the first being an increase in
the pension age to 65 and the second a move to calculating the
pension based on the salary earned throughout the individual’'s career
as opposed to the final salary. This will obviously alter the profile of
staff retirement in the years beyond 2013. However, many public sector
staff already work well beyond 60 and the consultation on the changes
to civil service pensions speculated that working beyond 60 would
increase over the next few years in any case.

Review of Public Administration

2.13

2.14

The Review of Public Administration (RPA) represents a real
opportunity to revitalise public services in NI and to replace current
structures with a new, more accountable public sector. Following a
comprehensive examination of the arrangements for the administration
and delivery of public services in NI, the RPA reached a conclusion in
March 2006. The review covered over 150 bodies, including the 26
district councils, the Health and Social Services Boards and Trusts, the
5 Education and Library Boards (ELBs) and about 100 other public
bodies. The Secretary of State announced the final outcome of the
Review in two parts: in November 2005 he announced final decisions
on the future of local government, Education and Health and Social
Service structures; and in March 2006 he announced decisions on the
remaining public bodies.

The implementation of the RPA is being taken forward by the relevant
government departments. In addition there are a series of cross-cutting
themes, which affect more than one department, that are being
overseen by a RPA Steering Group. The significant impact of the



implementation of the RPA on workforce planning and pay
arrangements will be revisited in later sections of this PWP.

Agenda For Change

2.15 Agenda for Change (AfC) is the largest pay reform programme ever
undertaken in the National Health Service (NHS). It impacts on all staff
directly employed by the NHS, except very senior managers and those
covered by the Doctors’ and Dentists’ Pay Review Body (PRB). The
pay system aims to ensure fair pay and a clearer system for career
progression. The system is designed to replace outdated demarcations
allowing staff to progress by taking on new responsibilities. This
enables jobs to be designed around patient and staff needs, improving
overall productivity and job satisfaction for staff. The system also
introduced standard arrangements for hours, annual leave and
overtime. Besides creating fairer pay, AfC aims to provide more
flexibility for employers in relation to job design, reward and recognition
as well as pay premia where there are recruitment and retention
difficulties.

Civil Service Reform

2.16 Following the Gershon Review the Chancellor announced targets to
achieve cumulative efficiency gains of 2.5% per year over the SR2004
planning period — at least half of which are to be available for release to
frontline services. Furthermore, the CSR2007 has committed
departments to cumulative efficiency savings of 3% per year in real
terms to March 2011. In addition, the administration costs of
departments are being reduced by 5% per year over the CSR2007
period. In NI a parallel reform and efficiency programme has been put
in place with comparable efficiency targets. Over and above this a
number of efficiency initiatives are being developed centrally by the NI
Civil Service (NICS) - these are in relation to procurement,
transactional and corporate services.



3.0. THE REGIONAL CONTEXT

3.1.

Beyond Government policies and initiatives there are wider factors that
will influence pay and workforce planning in the public sector in NI.
Some of these factors, and their potential impacts, are highlighted in
the remainder of this chapter and are discussed in greater detail in
Annex E.

The Wider NI Context

3.2.

3.3.

3.4.

3.5.

Demographics

Changes in the size and composition of NI's population will have a
major bearing on the levels of public services needed in the future.
While NI currently has a relatively young population indications are that
this will change over the next ten years. NI is expected to follow the
trend of most industrialised countries with the proportion of those aged
18 and under falling and with the proportion of those aged 65 and over
increasing.

These population projections, in conjunction with levels of deprivation in
NI, have clear implications for the provision of public services and
workforce needs. For example, teacher numbers are expected to
decline (with falling rolls) while an ageing population will increase
demand for health professionals. At the same time there could be a
reduced supply of young people entering the labour market, unless the
falling number of young people can be countered by inward migration.

The Labour Market

Employment has grown rapidly over the past decade in NI. The local
unemployment rate is low compared with other regions of the UK.
However, there are hidden structural problems in the local labour
market. Economic inactivity is the highest of any UK region and this
can only be partly explained by NI's high full-time education
participation. In a context of a historically low claimant count the level
of long-term unemployment and incapacity claims are significant
obstacles to maximising the pool of actively available labour.

The Cost of Living

Data produced by the Office of National Statistics (ONS) suggests that
the cost of living in NI is 4.7% lower than the UK average. However,
this still puts NI's cost of living above the North East of England,
Scotland and Wales.

The Public sector Context

3.6.

The Public sector Workforce

The Public sector in NI employs just over 194,000 people or 27.2% of
all employee jobs. This rises to 31.1% when Reserved functions? are
included. On either measurement this is a significantly higher share
compared to around 20.1% for the UK. This is in part due to the lower

2 Reserved functions include the NI Office, Police Service of NI, NI Prison Service, UK Central Government and UK
Public Corporations.



3.7.

3.8.

3.9.

3.10.

3.11.

employment rate in NI® and the greater need for public services due to
the demographic structure of the population and its socio-economic
status. While the relative size of the public sector in NI has been
declining this is due to growth in private sector employment as
opposed to downsizing in the public sector.

The two major public sector employment groups in NI are Health and
Social Services and Education. Together they account for around 71%
of public sector employee jobs whilst the Civil Service accounts for a
further 14% of public sector employment outside the reserved
functions. The remaining areas outside the reserved functions include
Public Corporations, District Councils and other Non-Departmental
Public Bodies (NDPBS).

Monitoring returns to the Equality Commission provide insight into
recruitment difficulties experienced by both the public and private
sectors. In more recent years the number of applicants per post filled
has declined to around six for the public sector — a rate now very
similar to that of the private sector. There are, however, significant
variations within the public sector with the number of applicants per
post consistently higher for District Councils and consistently lower in
the Health sector.

Public sector Pay

Overall public sector earnings in NI are relatively high (£521.70 per
week) and only marginally below the UK average of £530.70 per week
— this reflects a relatively larger proportion in higher occupations in NI.
However, this average is influenced by the protective services whose
higher earnings levels are a legacy of the security situation. Excluding
Protective Services, which fall under the remit of the NIO, the average
public sector wage in NI is £490.38, compared to £519.36 for the UK
as whole.

In NI public sector earnings outstrip that of the private sector - the
differential for public sector employees not working in protective
services is 21.9%. However, private sector earnings, at £402.30 per
week in NI, are 22% below the UK average of £513.60. In addition they
are also significantly lower than any other UK region. For each major
occupational group, private sector earnings in NI are the lowest of all
the UK’s regions®.

In contrast the reverse is true in GB where, overall, private sector
earnings are slightly higher. That said, outside of the South East of
England and London most regions exhibit a pay differential in favour of
the public sector, although the differential is not as pronounced as that
found in NI.

% |f NI's employment rate equalled the UK average the current level of public sector employment would amount to a
27.1% share of employee jobs.

4 Source: Annual Survey of Hours and Earnings (ASHE) 2005



3.12. Although the headline public-private sector earnings differential is
29.7% in NI, this reduces to 24.3% when the UK occupational structure
is imposed. Moreover, taking an equivalent job in the NI private sector
the expected earnings in the public sector are 16.6% higher (i.e.
adjusting for occupational mix), compared to 0.6% higher for the UK as
a whole. In addition such comparisons do not factor in differences in
non-pay benefits (such as the value of public sector pensions).

3.13. However, NI's public sector premium is not uniform across the broad
spectrum of grades. As illustrated in table 1, in lower grades the
public/private differential is actually negative whereas for the higher
grades it is positive and much more pronounced. The reasons for this
are not clear although it is possible that increases in the level of the
minimum wage might have acted to align public and private sector
wages in the region.

Table 1: NI Public and Private Earnings by Grade (2005)

OCCUPATION Sector  Earnings Differential
Administrative Occupations private 3149 | _105%
(Equivalent to AA, AO & EO) public 311.6

Business & Public Service Ass. Prof. private 487.3 | 10.47%
(Equivalent to SO & DP) public 538.3

Business & Public Service Prof. private 518.0 | 54 0506
(Equivalent to G6 & G7) public 642.6

Corporate Managers private 620.1 | 55350
(Equivalent to SCS) public 764.9

Pay Determination in the Public sector
3.14. Pay agreements and settlements in GB have a significant influence in

NI. The pay and conditions of NI's public sector workers have tended to

shadow or mirror their counterparts in the rest of the UK. For instance:

o For groups whose counterparts are covered by PRBs the outcomes
tend to be applied in NI — even where PRB’s formal remit does not
extend to NI.

o Many employees in the education, housing, health and local
government sectors are covered by arrangements that take account
of the outcome of the GB negotiations in the National Joint Council.

o0 The Health and Social Service groups not covered by the Review
Bodies are within the scope of the national AfC programme.

3.15. These links to national settlements are frequently based upon
contractual links, within terms and conditions of employment, or
convention rather than formal participation in the pay determination
process. While this might have advantages in terms of avoiding the
need for local pay bargaining processes it brings with it a loss of
financial control’. This loss is particularly acute where, as typically

® Financial control in terms of ministerial responsibility and accountability for public expenditure allocations to the NI
Block.

10



occurs in the public sector, pay costs represent a substantial proportion
of the available resource budget. Over the coming years direct pay
costs are expected to account for over 55% of NI's resource budget
and the impact of pay settlements will have a significant impact on
available public resources®. It also seems likely that significant
advances in public sector pay are only likely to occur when combined
with reforms by way of improvements in efficiency and productivity.

3.16. In order to formalise the pay determination process for local staff
groups the Secretary of State for NI has agreed with the Chief
Secretary to the Treasury to pursue formal integration of NI staff
groups into the PRB process. Significant progress has been made with
respect to doctors, dentists, nurses and other health professionals
while for teachers and senior civil servants the process of joining the
pay review bodies is more complicated.

® Indeed, in the cases of health and education, pay already accounts for 55 per cent of current DHSSPS expenditure
and 77 per cent of current DE expenditure.

11



[This page blank]

12



[This page blank]

13



[This page blank]

14



[This page blank]

15



[This page blank]

16



[This page blank]

17



[This page blank]

18



[This page blank]

19



5.0 EDUCATIONAL (SCHOOL) SERVICES

Introduction

5.1

5.2

5.3

Responsibility for the central administration of all aspects of schools’
education and related services in NI lies with the Department of
Education (DE). In addition there are several NDPBs that, although
operating separately, work closely with DE and are within the
responsibility of the Minister.

These include the five ELBs, which are responsible for the day-to-day
delivery of educational services, employing teachers in controlled
schools and non-teaching staff in the controlled and maintained
sectors. There is also the Council for Catholic Maintained Schools
(CCMS), which is the employing authority for teachers in the Catholic-
maintained sector. The CCMS has responsibility for the provision and
effective management of nursery, primary and post-primary education
within its sector. The NI Council for the Curriculum, Examinations and
Assessment (CCEA) advises DE on issues relating to examinations
and assessment.

Responsibility for higher and further education resides with the
Department of Employment and Learning (DEL) rather than DE.

The Policy Context

5.4

5.5

5.6

Education has a central role, not only for its social impact, but also as a
major driver of economic growth in an increasingly competitive world.
High quality education enables individuals to realise their potential;
provides them with skills and qualifications relevant to working life; lays
the foundation for lifelong learning; promotes responsible citizenship
and adaptability to the changing patterns of work and community life;
and develops attitudes appropriate to an inclusive and tolerant society.

Skill levels are a key determinant of growth in a knowledge-based
economy through improved productivity and as an incentive to attract
inward investment. Education remains a key priority for the Executive
and its ongoing investment seeks to provide young people with the
qualifications and skills needed by employers.

DE is therefore undertaking a series of major reforms to the education
system in NI to improve the quality and relevance of the education
experience our young people receive and to ensure that schools serve
the best interests of all sections of society. The Entitled to Succeed
(e2s) Strategy, encompassing reforms to the curriculum, post primary
arrangements, Information Communication Technology (ICT) and
schools estate will extend the choice and opportunities for young
people in terms of both what, and how, they learn.

20



5.7

5.8

5.9

5.10

5.11

5.12

A summary of these reforms is outlined below:

o A reform of the curriculum designed to provide education
experiences more relevant to the needs of pupils and society in the
21% century;

o A reform of post-primary education, with the objective of putting in
place new arrangements that will build a modern and fair education
system;

o0 Modernisation of the delivery of education to pupils through the use
of IT;

o Major improvements to the education sector infrastructure
particularly through the Strategic Investment Programme (SIP);

o Reform of the method of allocating resources to schools to ensure a
more transparent and equitable funding system for all schools
based on relative need; and

o0 The introduction of specialist schools, which will identify and build
on their particular curricular strengths and, by sharing good
practice, secure whole school development and contribute to the
development of good leadership in schools.

In addition, DE will continue to take forward a range of initiatives to
improve educational standards including the School Improvement
Programme. This aims to improve education outcomes for pupils in
under-achieving schools and for pupils who have problems adjusting to
the requirements of mainstream schooling.

DE has undertaken a Strategic Review of Education, led by Professor
Sir John Bain, to examine the funding of the education system in the
context of falling pupil numbers and the introduction of a revised
curriculum. It addresses how best to encourage and support cross-
sector collaboration, which will promote greater integration of education
and sharing of resources.

The Review, which was published on the 4™ December 2006, is
therefore a key element in the department’s package of major reforms
to deliver a world-class education system for NI. The review deals with
some of the most pressing challenges for the education sector over the
next decade including falling enrolments, increase sharing and
collaboration within the sector and how best to use the education
budget to ensure a quality outcome for all children in NI.

On the 12™ December 2006 the Government, in its initial response,
signalled broad acceptance of the Bain Review. A consultation on a
detailed implementation plan setting out the actions required to deliver
the recommendations of the review completed on the 16™ April.

DE recognises that the planning of the schools estate needs to be
more strategic in terms of taking account of demographic trends and
future educational needs to ensure that existing and new schools are
sustainable in the longer term. There is also a need to investigate
whether greater co-operation and collaboration between school sectors

21



will achieve higher standards, better facilities and a better use of
resources.

5.13 With the linkages between educational outcome and future employment
prospects (and life-chances generally), an important consideration will
be ensuring that the education service continues to attract and retain
suitably qualified staff to continue to deliver further improvements in
outcomes. Teachers will be expected to have high levels of skills in
using ICT in their teaching and in support of e-learning. They will also
be required to move away from following a prescribed curriculum and
use their professional skills and judgement to deliver a new curriculum
designed to be more relevant to pupils’ and employers’ needs, and
geared towards learning outcomes that promote key transferable skills,
personal development and an understanding of Citizenship. In addition
under revised post-primary arrangements, teachers will in the future be
required to teach to a wider range of student ability and become
involved in greater co-operation and collaboration with other education
providers.

Review of Public Administration
5.14 The RPA will have major implications for DE. A summary of the main
implications are outlined below:

0 A new Education and Skills Authority (ESA) will be established to
focus on the operational delivery of educational services. The ESA
will also be involved in the strategic planning of the schools’ estate
and ensuring delivery of the 14 to 19 curriculum;

o DE will continue to be responsible for education policy and strategy,
however, some of the operational functions currently administered
by DE will transfer to the new ESA,;

o The ESA will bring together all the direct support functions currently
undertaken by the five ELBs, the CCEA and the Regional Training
Unit. It will also have responsibility for the front-line and related
functions currently undertaken by the CCMS, NI Council for
Integrated Education (NICIE) and Comhairle Na Gaelscolaiochta
(CnaG);

o The ESA will also be the sole authority for teachers and support
staff, which will result in greater coherence and consistency; and

0 A new Education Advisory Forum will be established which will
provide a direct link between education sectors and DE.

PSA Targets

5.15 The overall aim of DE is: “To educate and develop the young people of
NI to the highest possible standards, providing equality of access to
all”. The Public Service Agreement (PSA) targets, reproduced at Annex
B, primarily centre on improvements in educational outcomes and a
reduction in differentials in educational attainment. These PSA targets
reflect the improvements that can be secured through the
implementation of the above reforms.

22



The Education Sector Workforce

5.16 Educational services are primarily delivered by teachers and supported
by professional, administrative and ancillary staff working in schools
and the various education bodies. These two broad staffing areas are
considered separately below.

Teaching Staff

5.17 There are just under 20,000 teachers currently employed in the various
schooling systems in NI. The overwhelming majority of these are
female — over 73% in Full Time Equivalent (FTE) terms. Chart 1
illustrates that the teaching workforce decreased by 2.8% between
1995/96 and 2005/06, with the bulk of the decrease occurring from
2003/04. During the period NI's population between the ages of 5 and
16 years fell by just under 20,000 — although there are factors beyond
population that influence teacher numbers.

Chart 1: Teaching Workforce Numbers (FTE) 1995/96 - 2005/06
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5.18 Between 1995/96 and 2005/06 the number of teachers in the primary
sector decreased by 10.3%. During the same time there was an
increase of 2.9% in post-primary teacher numbers and a 414.4%
increase in Special Education teachers. Chart 2 shows that in 2005/06
42% of teachers were employed in the primary sector and 54% in the
post primary sector.
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Chart 2: Distribution of Teaching Workforce [FTE] (2005/06)
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5.19 Overall Pupil Teacher Ratios (PTR) in NI are similar to those in
England. As can be seen from Table 15 the overall PTR, (which
includes special schools for NI but excludes the pupil referral unit in
England), in 2004/05 was 16.5 (as measured by the new verified basis,
see paragraph 5.27). However, PTR comparisons must be viewed with
some caution due to the differing structures in the two regions’.

Table 15: A comparison of PTRs
95/96 96/97 97/98 98/99 99/00 00/01 01/02 | 02/03 03/04 04/05 05/06
NI 17.3 17.1 17.1 17.2 16.9 16.7 16.5 16.4 16.6 16.5 16.7
ENG 19.4 19.5 19.8 19.7 19.7 18.1 18.0 17.5 17.3 16.9 17.2
Source: Department of Education

5.20 Between 1995/96 and 2005/06 the overall PTR in NI fell from 17.3 to
16.7. By way of an illustrated comparison in England, over the same
period, the PTR fell from 19.4 to 17.2. However the latest figures for
both NI and England suggest a slight increase. With the reduction in
teaching staff coinciding with falling school rolls, a long-term trend of
falling PTRs in NI is unsurprising.

" The comparison is affected by varying school size distributions and, in the case of secondary PTRs, by the fact that
teachers and students in sixth form colleges in England are not included.
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Chart 3: NI Population Projections for Ages 5 to 18 Years 2005-2025
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5.21 As illustrated in chart 3, the decline in the school age population is

projected to continue well into the future and as a result there is a need
to ensure that NI's PTRs are properly managed. However, under
Locally Managed Schools (LMS) arrangements, decisions on the
number of teachers employed are for school Boards of Governors,
outside DE’s direct control. As a result the PTR is a function of the
combined decisions of over 1,300 schools with DE'’s influence
extending only as far as its general budgetary and funding controls.

Non-Teaching Staff
5.22 Teaching staff are supported by a range of non-teaching staff working

in schools and other education bodies. In all there are almost 33,000
non-teaching staff, however more than 25,000 of these staff work on a
part-time basis meaning the FTE numbers are just below 19,000. Chart
4 illustrates that Classroom and Nursery Assistants currently represent
one-fifth of the non-teaching staff employed by the ELBs. The ‘school-
based manual staff group accounting for around one-third of non-
teaching staff comprises Cleaners, Domestic Assistants, General
Assistants, Cleaners in Charge, Caretakers and School Crossing Patrol
Personnel.
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Chart 4: Distribution of Non-Teaching Staff by Function
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5.23 Currently, there are approximately 7,000 classroom assistants

5.24

employed by the ELBs. This equates to approximately 4,500 FTEs.
Use of classroom assistants in the education workforce has increased
in recent years to support the Government's ‘Making a Good Start’
Initiative. This began in 1995/96 and provides classroom support for P1
classes and extends to P2 classes for schools in disadvantaged areas.
Classroom assistants are also increasingly used to support the growing
numbers of pupils with statements of Special Educational Needs (SEN)
in schools — in 1990/91 there were 5,480 children with SEN in NI, this
figure has risen to 11,961 in 2005/06.

In 2001/02 for every classroom assistant there were 6.5 teachers; by
2005/06 the ratio fell to 4.4. While the use of Pupil Adult Ratio (PAR)
could provide some comparisons to illustrate the increasing use of
support staff in schools, this data is not routinely produced in NI due to
concerns about the quality of data on non-teaching staff. However, a
new HR system is currently being rolled out across the ELBs which
should improve the quality of data and enable the production of PARs
on a routine basis.

Recruitment and Retention
Teaching Staff
5.25 A key strength of the teaching profession in NI is its ability to attract

new entrants of a high capability. Teacher training courses attract eight
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5.26

5.27

5.28

5.29

5.30

times as many applicants as there are places available. This
contributes significantly to the high quality of the teaching profession
locally.

Whilst detailed information on job vacancies within the teaching
profession is routinely published in England, Scotland and Wales,
comparative data is not collected for NI. Unlike England there is
generally no shortage of teachers in NI. One problem, however, is the
time lag we have in employment data. The most recent Higher
Education Statistical Agency (HESA) data on the destinations of
students qualifying from Initial Teacher Education (ITE) courses in NI
Higher Education (HE) Institutions in 2003/04 indicates that 87.8% are
employed as teaching professionals (and the bulk of these are in full-
time work). The HESA data also indicates that only 27 of the 779 ITE
students qualifying in 2003/04 were assumed to be unemployed at the
time of the data collection. This would suggest that the Teacher
Demand Model (TDM) has been more or less achieving a balance in
supply and demand at that time.

However, in light of the Public Accounts Committee’s (PAC) suggestion
that there should be a better grasp of the strategic planning process
with regard to teacher supply, DE commissioned an independent
review of the TDM. NI Statistics and Research Agency (NISRA), which
carried out the review, found the TDM to be robust in terms of its
predictive analysis. In 2003/04 DE changed the methodology by which
teacher numbers were collated. Data is supplied by the Teachers’
Payroll system and submitted to schools for verification. This has
improved the quality of data on teacher numbers and in future years
will be used to inform projected intakes to initial teacher training.

In order to get better information on teaching vacancies DE is preparing
an annual survey, similar to that carried out by the Department for
Education and Skills (DfES), which will issue to all schools. This will
provide information on the actual number of vacancies in schools at a
point in time, where the vacancies are, and for secondary schools, in
which subjects the vacancies arise. It will also give a better idea of how
employers are filling vacancies. It is anticipated that the results from
the survey will be available in 2007.

In terms of retention in 2005/06 7.4% of teachers left full time teaching
positions with 3% retiring (although this includes some part time
teachers). It is also estimated that approximately 1% of full time
teachers moved to part time positions.

Over the last few years the number of teachers leaving the profession
was predominantly from the 50+ age groups, with over half of those
retiring doing so before the age of 60. Over the same period just under
half of all retirees took redundancy under the Teachers (Compensation
for Redundancy and Premature Retirement) Regulations [NI] 1991 -
which confers pensionable rights. This trend continued in 2005/06
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when 499 out of 992 who left the profession took redundancy under the
above legislation.

Non-Teaching Staff

5.31

5.32

5.33

While general data on non-teaching staff is poor there are no real
indications of significant recruitment and retention problems. A new HR
system, which should improve access to management information in
the education sector, is currently being rolled out on a phased basis
across the five ELBs and should be fully operational by early 2008.

From September 2006 the British Psychological Society (BPS) has
decided to move from the existing one year Doctorate training for
Educational  Psychology. Without accreditation, Educational
Psychologists would not be licensed to operate professionally and
would be unable to use the extensive range of BPS accredited
assessments/tests. As a consequence, they would be unable to
undertake statutory/non-statutory assessments of children with special
educational needs. This will mean that for the years 2007 and 2008
there will be no output of Educational Psychologists in NI. The NI
Principal Educational Psychologists are currently preparing a
workforce-planning document to identify future need and management
of that need. Statistical information on vacancies will form part of their
assessment.

A similar situation exists with the recruitment of Education Welfare
Officers who must be qualified Social Workers. The Education Welfare
service competes locally with social services and the proposed new
National Education Welfare Board in the Republic of Ireland (Rol) will
soon be providing further competition.

Workforce Planning
Teaching Staff

5.34

DE is required ‘to make such arrangements as it considers expedient
for the determination of the numbers.... of students to be admitted to
the initial training of teachers’. The training intake is informed by a
TDM. This is a statistical model that provides both a projection of
teacher vacancies arising in primary and secondary schools in future
years, and the consequent requirements for intakes into teacher
training needed to satisfy this projected demand. The model takes
account of pupil enrolments in the various sectors, teacher wastage
rates, PTRs and wastage rates from teacher training courses (both in-
course and end-course wastages). The Primary and Secondary sectors
are modelled separately throughout the exercise. The TDM projection
is then refined in light of the following issues at the time:

o Outflow;

o Unemployed Teachers;
o Drift of recently trained teachers into FE;
o0 Numbers of teachers returning from GB;
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5.35

5.36

5.37

5.38

o0 Pupil Demographics; and
o Impact of Government Policy.

The TDM model was first used in 1985 and has been subject to a
number of revisions and refinements over the years designed to
improve its predictive accuracy. The latest review® of the model found it
to be as robust as alternative models. The use of the TDM has
generated a forecast of over 786 places for the 2006/07 academic year
which represents a reduction of 60 from the intake figure for the
previous year. This is the second year in which intake figures have
been reduced in light of the demographic downturn.

The projected demand for teachers is determined by the PTR being
applied to the projected school population. DE has noted that its
practice is to apply the latest PTR figure within the TDM. However, as
noted earlier, and illustrated in Annex |, the PTR in NI's schools has
been consistently falling over the last decade or more and the practice
of using the latest PTR acts to increase the demand forecast figure that
comes out of the TDM.

A function of the TDM is to ensure that the number of unemployed
teachers does not grow. However, in the absence of any recorded data
on vacancy rates or application rates for teacher posts a short, and
albeit crude, examination was undertaken comparing historic intakes
into teacher training with the age profile of teachers in employment —
the data is reproduced in Annex H. Taking account of the low annual
wastage from teacher training (1.25%) the last eleven years output
from teacher training in NI was compared with a number of rolling
eleven year age group of teachers. The analysis suggests that a
significant portion (perhaps as much as 20%) of those who proceeded
through teacher training might not have appeared in the ranks of
employed teachers. While the crude nature of the analysis is
acknowledged it does suggest that, bearing in mind the absence of any
NI recorded data on vacancy rates or application rates for teacher
posts, the extent of the untapped reserve of teachers is an area that
should be considered for further investigation or research.

Recent DE research noted recruitment and retention problems in
certain subjects in post-primary schools. Following this the HE
Institutions have agreed, with effect from 2004/05 and within the overall
number of places, to have regard to the identified shortage areas when
making allocations at institutional level.

Teaching Staff — Absenteeism

5.39

DE, the employing authorities and schools have sought to reduce levels
of teacher sickness absences following a report by the NI Audit Office
(NIAO) in 2002. In addition, the PAC expressed concern at the level of

® The review was carried out by NISRA's Human Resource Consultancy Service.
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5.40

sickness absence within teaching staff in NI — in 2002 teachers in NI
had an average annual sick absence of 10 days compared with 6 days
in England and Wales. In response to the PAC recommendation that
DE develop an action plan and set targets aimed at achieving the
saving levels identified by the NIAO, DE set up a committee to revise
and strengthen Managing Attendance at Work and to develop a
strategy for Teacher Health and Wellbeing. Finally, targets were set in
the ELBs Resource Allocation Plans to reduce teacher absences.
Unfortunately to date there has not been a significant improvement in
teacher absences as a result of these initiatives.

DE is currently analysing detailed information about absenteeism to
clarify any patterns that might become apparent, with a view to
pinpointing areas where interventions may be most effective. DE is
also working with the main employing authorities to establish improved
benchmarking information and to improve the quality of information
available.

Non-Teaching Staff

5.41

5.42

5.43

The priority for ELBs has been to bring forward plans that reflect the
Government’s policy priorities for education and ensure that services
are managed and delivered within budget. There remains substantial
scope for greater collaboration and the provision of shared services
across Education Boards. The Minister for Education has made £0.5m
per Board available this year to facilitate this, conditional on Boards
providing robust plans. As part of Priorities and Budget 2005-2008 DE
will realise total annual efficiencies of at least £120 million by 2007-08
of which at least £63.6 million will release resources to be reinvested in
front-line activities. One of the means by which DE has committed to
achieving this is to reduce administration costs in order to release extra
resources for priority front-line services and deliver further
improvements in performance, while at the same time taking forward its
major programme of education reform.

The implementation of RPA changes (outlined in paragraph 5.14)
reflect the need for fewer public bodies in the education sector and will
lead to a simplified administrative structure involving a new body
bringing together the various schools’ administration systems in NI.
This will require a major exercise in workforce planning to migrate staff
onto the new structure and at the same time achieve the envisaged
savings.

RPA changes will also provide an opportunity and a driver for the

education sector to streamline its administrative base and free up
funding for frontline services.
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Non-Teaching Staff — Classroom Assistants

5.44

DE commenced a review of Special Educational Needs (SEN) and
Inclusion in April 2006. The aim is to review and further develop policy
on special education and inclusion by late 2006 for implementation by
2007, subject to legislative timetable. The Review will bring forward
recommendations for special education needs and inclusion focusing,
inter alia, on the arrangements for the identification and assessment of
SEN and the nature, quality, extent of provision and support relating to
assessed needs for children with SEN. This will include the provision of
classroom assistants. However, it should be highlighted that the
increasing number of children with special education needs, in
particular, those with complex needs, impacts upon the need for
qualified classroom assistants/learning support assistants.

Curran Il — Workforce Implications

5.45

5.46

5.47

In 2002 an independent inquiry into Teachers’ Pay and Conditions of
Service was established under the chairmanship of Sean Curran CBE
— the background to the inquiry is illustrated in more detail in sections
5.53 to 5.55 below. While this local inquiry progressed significant
proposals were introduced in England and Wales to change conditions
of service. These proposals aimed to reduce teacher workload by
delegating low-level administrative tasks to ancillary staff and freeing
up teachers’ time for professional activities. Much of Part 2 of the Final
Report (commonly known as Curran Il) was devoted to whether these
additional changes should also be adopted in NI. The Curran Il report
was presented to DE in March 2004.

The report recommended that teachers should no longer routinely
perform a number of ‘non-teaching’ tasks although contracts should
not, as in England and Wales, prohibit this. It follows therefore that
there would be increased delegation of routine tasks to non-teaching
staff and significant implications for numbers of staff required. The
Minister remitted the Report to the Teacher Negotiating Committee
(TNC) in August 2004. Both sides of the TNC broadly accepted the
recommendations in principle and the 2004-05 pay settlement was
agreed on the basis that negotiation on the implementation of Curran Ii
would follow.

Of the twenty five recommendations in Curran Il, five have been given
priority by the teacher unions as essentially addressing in NI the same
workload issues which have already been addressed in England and
Wales. The five recommendations, all of which have potentially
significant financial implications are:

o Delegation of routine tasks to non-teaching staff;

o Elimination of teacher cover,

0 10% guaranteed preparation, planning and assessment time for
teachers;

0 Teachers with leadership and management responsibilities entitled
to an allocation of time; and
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5.48

5.49

0 Teaching principals should have no more than 3 days class contact

per week.

In England and Wales these measures have been introduced as part of

the 2003 “National Agreement” (Raising Standards and Tackling
which was signed by the
Government and key partners, including local authority employers and
school workforce unions. In addition to the contractual changes above,
the agreement introduced remodelling of the school workforce, through
which support staff — including Higher Level Teaching Assistants
(HLTASs) — play an important role as a means of releasing extra time for
reducing workload. The Curran Report, however,
recommended that the HLTA grade should not be amended to prohibit
them from carrying out routine tasks.

Workload: a National

teachers and

It is clear that if the Curran Il proposals were to be adopted in NI that

Agreement),

there would be significant staff and financial implications for the

education sector. These proposals must, however, be seen against a

background of a long term trend in falling PTR and a projected fall in
school enrolments. As a result, if at some stage in the future the
proposals were to be adopted and implemented, these factors would
need to be taken into account in the funding of the proposals.

Pay and Pay Determination
5.50 Table 16 below illustrates a high level comparison of pay in the
Education sector, as a whole, across the UK and some of its regions.
Generally speaking, despite some variations, it portrays a situation

where levels of pay are broadly similar across all of the UK.

Table 16: Education Sector Pay Comparisons: Gross Weekly Earnings (£)

NI NE Sco WELES €]=] UK ‘
Teaching and Research
Professionals
SOC group 23 625.2 625.3 622.0 651.0 629.5 629.3
Difference to UK average | -0.7% -0.6% -1.2% 3.4% 0.0% 0.0%

Source: 2005 Annual Survey of Hours and Earnings

Teaching Staff
In NI, matters relating to teachers’ pay and conditions are negotiated

5.51

through the Teacher Negotiating Committee (TNC). This is made up of

representatives of the employing authorities, the teacher unions and
DE. There is a long established practice that teachers in NI have
broadly the same pay and working conditions as teachers in England
and Wales. This generally consists of translating national agreements
In early 2001 an agreement was reached in NI on
similar pay structures to England and Wales with broadly similar
threshold arrangements. However, unions opposed the proposed
performance management arrangements. As a result, the NI Teachers’

into local terms.

Council (NITC) formally

requested an

independent

teachers’ pay and conditions as part of its 2001 pay claim.
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5.52

5.53

5.54

5.55

The unions’ call for an independent inquiry into pay and conditions was
subsequently backed by the then devolved Education Committee. It
was only in June 2002, when the then devolved Minister agreed to set
up an Inquiry, (the Curran Inquiry referred to earlier) that the unions
agreed to suspend a campaign of industrial action.

The Inquiry team had within its terms of reference a requirement to take

into account parity and equivalence with pay levels for teachers in

England and Wales, and that there should be a clear and demonstrable

link between additional pay and revised conditions and working

practices. The Inquiry presented its report in three stages:

o0 An Interim Report dealing with the issue of Principal and Vice
Principal pay;

o0 A Final Report Part One dealing with Parity, Performance and
Progression for teachers’ pay; and

o A Final Report Part Two (Improving Conditions, Raising Standards
and Negotiating Arrangements) — commonly known as Curran Il.

In part one of its final report the Inquiry recommended that teachers’
salaries in NI should continue to be based on parity with England and
Wales, and that the main terms and conditions of service should also
continue to be based on those applicable in England and Wales but
contextualised to the particular circumstances of NI. The second part of
the Final Report reaffirmed this recommendation. Currently the Interim
Report and Final Report Part 1 have been implemented. This has
resulted in changes to teachers’ pay and conditions such as the
introduction of a Performance Review and Staff Development scheme
and progression on the Upper Pay Scale.

The initiatives recommended by Curran offer better rewards and
support for serving teachers and principals in return for higher
standards. Their purpose is to strengthen school leadership, to provide
incentives for excellence, to engender a strong culture of professional
development and to offer better support to teachers so that they can
focus on classroom teaching, which is in line with the Government’'s
stated purpose of modernising the teaching profession. However,
Curran did not recommend the concomitant remodelling which has
facilitated the same initiative in England and Wales by securing a more
diverse and flexible workforce.

Non-Teaching Staff

5.56

The vast majority of non-teaching staff in the education sector are
employed on National Joint Council (NJC) terms and conditions of
service. As such they are contractually entitled to the benefit of any
National Agreement that relates to the employment group within which
they are located. Agreement has been reached for three years at a
national level until April 2007. This incorporates an Employer led six-
point plan for reform including a new approach to local pay reviews and
the completion of the review process by March 2007.
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5.57

5.58

While most non-teaching staff are employed on NJC terms and
conditions the employers are not represented in the NJC negotiations.
DE has, however, noted that a seat on NJC had previously been
sought but was declined. They do, however, point out that NI local
government is represented in the negotiations.

The ELBs, in agreement with Trade Union Side (TUS), have been
conducting a range of Job Evaluations in respect of former manual and
non-manual staff. Classroom assistants are included within the non-
manual staff category. There are different categories of classroom
assistant who have differing levels of responsibilities, including those
who work in Special Schools. To date ELB Management and TUS have
been unable to reach agreement on the appropriate grading for each of
the categories and negotiations are ongoing.

Pay and Budgets

5.59

5.60

5.61

5.62

Teachers in NI currently follow the pay award in England and Wales.
The previous pay award expired in 2005-06 and resulted in an
estimated Increase For Staff In Post (ISP) (formerly earnings growth) of
5.32%. The current pay deal ties teachers into a two year deal, with a
cost of living increase worth 2.5% in 2006-07 and 2007-08. The overall
ISP (taking into account incremental uplifts) is 4.16% in 2006-07 and
4.24% in 2007-08.

For non-teaching staff they are linked to the current NJC award with an
ISP estimated at 3.81% in 05/06 and 3.79% in 06/07. For staff
employed by the ELBs, the CCMS and the CCEA their pay and
conditions are contractually tied to NJC. This 3-year pay award
resulted in an ISP of 4.15% in 04/05, 3.81% in 05/06 and 3.79% in
06/07.

The education sector is a staff intensive public service and it is
unsurprising that a large proportion of the budget of DE is dedicated to
meeting staff costs. It is estimated that, on the basis of the best
available information, over the next two years education sector pay will
account for some 77% of DE’s total DEL budget as set out in the table
17.

Table 17: Pay as a Proportion of DE’s Resource Budget

FY06/07 FYO07/08
DEL £Million 1624.8 1696.3
Pay Proportion 77% 77%

With pay representing such a substantial proportion of the overall
resource budget for education it is clear that the extent of pay
increases could have a significant influence on available resources.

Non-Pay Rewards

5.63

In the NI education sector staff enjoy a number of rewards or benefits
over and above their level of pay. These can include:
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5.64

Risks

A Final Salary pension scheme,;

Flexible or part-time working arrangements;

Convenient location;

Competitive leave entitlement;

Sick pay for those who fall ill — six months full pay and six months
half pay; and

o0 Job security.

O 0O O0OO0OOo

In general these benefits are superior to those enjoyed by staff
employed in the wider economy. These advantages are generally
marketed as part of any recruitment and retention activities. However,
a recent Trade Union Congress (TUC) survey indicated that only 6% of
job advertisements mentioned a pension scheme — with less than half
again referring to a final salary scheme.

Curran Il

5.65

The 2004/05 pay settlement was linked to negotiation on Curran Il and
the associated workload benefits to teachers. However, the non-
implementation of Curran Il in NI is in contrast to the introduction of the
National Agreement in England and Wales.

Pay Controls & Budgets
5.66 All schools in NI have fully delegated budgets while, as noted earlier,

5.67

rates of pay for teachers have historically tracked those agreed
nationally. This results in a situation where DE neither directly controls
teacher manpower nor teacher remuneration. As a consequence, while
pay is a large proportion of its budget, DE does not exert significant
influence over the pay bills that it funds.

This lack of DE influence on major elements of the education cost base
is against a background of intense public interest in education budgets
in NI. For example, the Jack report scrutinised two overspending ELBs
and there has been a continuing public debate, and industrial action,
regarding ELB cutbacks in frontline services despite a 9% increase in
the education budget.
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6.0

NI CIVIL SERVICE

Introduction

6.1

Central Personnel Group (CPG) has responsibility for Human Resource
(HR) policy and strategy across the NICS. CPG determines pay and
grading policy for the NICS. This chapter of the PWP considers pay
and workforce issues for non-industrial NICS grades below the Senior
Civil Service (SCS). In relation to industrial grades, responsibility for
negotiating pay, within an overall remit agreed with DFP, lies with
Departments. SCS pay arrangements mirror those applying in
Whitehall.

The Policy Context

6.2

Following the Government’s 2003 Budget Sir Peter Gershon was
invited to take forward an independent review of service delivery
across the public sector, to identify the scope for efficiency savings and
to develop recommendations for Departmental efficiency targets for the
period 2005-06 to 2007-08. In line with GB Departments, the NICS has
developed a framework for efficiency improvements in order to
implement the recommendations of the Gershon review.

Fit for Purpose

6.3

6.4

The reform agenda for the NICS, “Fit for Purpose”, was launched in
October 2004. Fit for Purpose places a priority on front line services
with the aim of ensuring that resources are focused on meeting the
needs of the community through a more efficient NICS with rationalised
support services, less absenteeism, and better management of pay
and workforce issues. The NICS reform programme will also seek to
build capability, for example, by enhancing leadership and
professionalism, developing talent, better performance management,
improving employee relations, and embracing diversity through greater
use of external recruitment and interchange, more outreach to groups
who may be under-represented, and enhanced equal
opportunities/diversity monitoring.

Key initiatives, which aim to support the NICS efficiency and reform
agenda are outlined in the sections below.

The e-HR Programme

6.5

The Electronic - Human Resource (e-HR) programme is a cross cutting
initiative which aims to transform and improve the structure and
delivery of personnel, recruitment, pensions and payroll services to
staff across the NICS. The overall aim of the initiative is to improve how
the HR function is managed and delivered to NICS Departments and
Agencies to support their business objectives. e-HR is designed to
harness new technology in order to develop new ways of working
resulting in more modern, effective and efficient HR systems and
services. This will include a self-service HR facility, which will allow
staff easy access to key information and services. Moreover, it will
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6.6

6.7

6.8

provide managers with information that will allow them to plan and
manage their workforce more effectively.

Fujitsu Services Limited, together with its key sub-contractors have
entered into a contract with DFP for a period of up to 15 years to
transform and modernise the structure and delivery of personnel
services throughout the NICS Departments and the NIO.

The model for HR transformation is based upon the delivery of
common, consistent HR policy and business processes through a new
HR service delivery model, which sets out to provide significant
improvement and bring substantial benefits to its stakeholders. This
Future Service Delivery Model (FSDM) incorporates a fully outsourced
Shared Service Centre (SSC), a Corporate HR Centre function, a
Departmental HR function and extensive self-service facilities. The
creation of a SSC to handle all routine queries and transactions will
allow Departments to focus on strategic and high value HR activity. All
decisions on policy and strategy will be retained within the NICS in
Departmental HR branches and in the corporate HR Centre based in
DFP.

The new services will be implemented in Departments using a phased
approach over the next three years. DFP and the Office First Minister
and deputy First Minister (OFMdFM) will be the first Departments to "go
live" with the new arrangements in June.

The Accounting Services Programme (ASP)

6.9

6.10

6.11

The Gershon Review advocated that strong financial management is
essential to support the delivery of the efficiency programme. The
report recommended that the financial management of Government
Departments would be strengthened by making it an essential
requirement that by December 2006, all Departments should have in
place professionally qualified Financial Directors with a seat on the
Departmental Board and access to the Permanent Secretary through a
direct reporting line. The NICS has implemented these changes and all
11 Departments now have qualified Finance Directors.

The NICS Accounting Services Programme (Account NI) is the result of
a wider review of Departmental finance systems and services. The
ASP seeks to rationalise business processes and modernise financial
accounting across all NICS Departments with the aim that by 2008,
financial management information will be provided on a common basis
to all Departments. The contract for the ASP was signed on 5 June
2006 with the main contractor BT.

A new SSC is to be established which will play a key role in delivering
accounting services to NICS Departments and is a key element in the
Changing for the Better Reform Programme designed to deliver a step
change in the quality and efficiency of public services. The SSC will
allow for the delivery of a high quality service to all NICS Departments
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through the processing of payments and transactions, systems
administration and report development. The new arrangements are
expected to be completed by 2007, with roll out through to October
2008.

Information Communication Technology (ICT) Services Review

6.12

6.13

Whilst current arrangements deliver a generally satisfactory level of
service, it has been agreed that greater co-operation between
Departments in the use of ICT could lead to improved service provision
with fewer staff. This would in turn lead to cash-releasing efficiencies
and/or free up existing ICT resources to re-deploy to frontline ICT
activity. To progress efficiency gains in ICT it was proposed that a
centralised provision of “common services” to the NICS should be
developed — with Departments remaining responsible for “line of
business” services. In effect the ICT Services Review has allowed the
NICS to examine critically the role of ICT in the context of the wider
reform agenda.

A SSC is being established for ICT as part of a wider re-organisation of
ICT provision to the NICS. This will provide common services such as
help-desk and e-mail that are more consistent, efficient, resilient and
adaptable to changes in the business.

Review of Public Administration
6.14 The RPA is the most significant raft of reform initiatives ever

6.15

6.16

undertaken in the public sector in NI and will present significant
workforce planning challenges for the NICS, fundamentally altering the
way in which we do business and leading to the creation of a smaller,
leaner and more business focussed organisation. Implementation is
underway in the relevant Government Departments and there are
already a series of cross cutting themes, which impact on one or more
Departments being overseen by the RPA Steering Group.

RPA will require a significant change management programme to

migrate staff into the new structures. The implications of the reform

agenda are significant and include:

0 Reductions in the workforce as a result of more efficient delivery
processes;

0 Restructuring of the remaining workforce better to meet the
requirements of a changing Civil Service; and

0 An increased focus on re-skilling and capability development to
equip staff for the challenges that the reform agenda will
undoubtedly bring for business areas.

Programme and project management arrangements are in place to
drive forward implementation of the RPA and Departments are required
to plan for the potential impact on their staffing levels and their ability to
achieve the required reductions. A central steering group has been
established, chaired by the Head of the NICS, in order to oversee
implementation issues and decision-making. A number of senior

38



6.17

6.18

6.19

managers across the Service have been tasked with the specific
responsibility of managing the issues that will arise as RPA rolls out.

A Public Service Commission (PSC) has also been established to
recommend to government guiding principles and steps necessary to
safeguard the interests of staff and to ensure their smooth transfer to
new organisations established as a consequence of the RPA.

The PSC has already recommended to Government that there must be
an effective communications strategy to keep staff informed about what
is happening as the RPA implementation progresses. A
communications strategy has now been agreed and announced. The
PSC has also recommended that existing employing authorities should
develop and implement vacancy management schemes in consultation
with the appropriate trade unions to manage vacancy control.

Trade unions have a crucial representative role in the implementation
process. The PSC recommendations do not substitute for detailed
consultation and negotiation with trade unions at a sectoral and
individual organisational level. To this end a Central Joint Forum with
the NI Committee of the Irish Congress of Trade Unions (NICICTU) has
been established and will meet monthly to agree principles for RPA
implementation, provide a mechanism for ongoing liaison with the PSC,
consider equality implications and consult on cross-sectoral issues.

Workplace 2010

6.20

The DFP, in partnership with the Strategic Investment Board (SIB), has
launched Workplace 2010 — a major review of Government office
accommodation in NI. The review sets out how the NICS will
accommodate its staff in a smaller, more efficient estate and achieve
savings through the disposal of surplus and poor quality
accommodation. This will be achieved through the introduction of a
flexible, modern office environment, which draws on best practice
across the public and private sectors. Pilot schemes are already
underway (including within CPG) to ensure that the new approach to
office accommodation will deliver value for money, while meeting
operational need.

PSA Targets

6.21

Each of the 11 NICS Departments has agreed a PSA setting out their
main objectives and targets. The NICS efficiency agenda is reflected in
a number of PSA targets including:

o Ensuring the delivery of cumulative efficiency gains of at least 2.5%
a year, at least half of which should release cashable resource to
frontline services.

o Ensuring that the Civil Service operates within administration cost
limits, flat lined at 2005-06 levels for three years.

o Improving business efficiency and effectiveness by implementing an
agreed strategic development plan for rationalising and managing
the Government Office Estate. (see paragraph 6.20 above)
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6.22

6.23

o Implementing a common accounting system across NICS
departments — and by March 2008 to have migrated NI
departments’ transactions processing activities to a single shared
service centre, in order to improve the efficiency and quality of
NICS financial management and reporting. (Account NI has
contracted for the design of a common accounting system across
NICS departments. Departmental transaction processing activities
will be migrated to a single SSC with resultant improvements in
efficiency and quality of NICS financial management and reporting.
The first departments are scheduled to migrate to the new system
in 2007 with all departments migrated by December 2008.)

0 The introduction of HR systems and services to reform the way HR
is delivered to NICS (see paragraphs 6.5 — 6.8 above).

o Underpinning and enhancing the NICS’s capacity to deliver modern,
accessible and customer focused public services.

The achievement of PSA targets is supported by the NICS performance
management system. The system is based on a personal performance
agreement and personal development plan. These are both agreed at
the start of the reporting year and then updated and revised throughout
the year as necessary.

The personal performance agreement consists of a number of
individual objectives and targets that must be met in order to achieve
satisfactory performance. Each individual's targets are linked to the
branch or divisional business plan, which in turn is based on the
departmental PSA. In this way the personal performance agreement
helps to ensure that all individuals within the organisation work towards
achieving the departmental PSA objectives and targets. The personal
development plan is designed to identify training and development
needs, which are linked to the objectives and targets outlined in the
personal performance agreement. Hence, development and training is
focused on improving the effectiveness of each individual in terms of
achieving personal objectives and targets.

The NICS Workforce

6.24

There are approximately 23,500 FTE Civil Servants® working in the 11
NI departments. Over the coming years it is expected that there will be
significant changes in the composition of the NICS workforce. These
are outlined in the Workforce Planning Headcount section below
(paragraphs 6.30 to 6.37)

Recruitment and Retention

6.25

There is little evidence of widespread and significant recruitment or
retention problems within the NICS, particularly in volume competitions
such as the administrative recruitment grades. However that is not to
say that difficulties do not exist, rather they centre on certain specialist

° At 1 October 2006, there is 23,421 Full Time Equivalent (FTE) non-industrial staff. (includes
casual staff)
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6.26

6.27

6.28

and professional areas such as accountancy, planners, mapping and
charting and some medical disciplines. For example for the
professional and technical discipline within Roads Service, only 191
appointments were made in recent external competitions against a total
requirement of 293 appointments. The Planning Service has
experienced similar difficulties with a recent competition to fill 70
Professional and Technical Officer posts resulting in only 41
appointments. Such difficulties have been attributed to increased
competition for staff from the private sector in NI and from both the
private and public sectors in Rol.

With respect to recruitment, Table 18 details the ratio of applicants per
appointee for recruitment competitions held during 2005-2006 year.

In terms of retention the proportion of permanent non-industrial staff
who left the Service during 2005-06 was 4.9% (1,225 staff), an
increase on the previous financial year (4.4%).

The main reason for leaving the NICS during 2005-06 was resignation,
which accounted for 59.4% of all leavers (728 staff). The resignation
rate of 2.9% recorded for 2005-06 was higher than the previous year’s
rate of 2.6%.

Table 18: Ratio of Applicants to Appointments 2005-2006

Ratio of
Occupational Total Total Applicants to
Group Applicants Appointed Appointments
General Service 4016 1613 2.49
Accountancy 169 33 5.12
Central Services 341 58 5.88
Scientific Grades 703 118 5.96
Technology 4.82
Grades 236 49
Legal Grades 220 51 14.67
Other Prof & 15.13
Dept 4523 299
Computer 2.15
Grades 28 13
TOTAL 10067 2201 4.57

Workforce Planning
Fit for Purpose

6.29

Workforce planning within the NICS in the short to medium term is set
firmly within the parameters of the efficiency reform agenda, RPA and
the lack of widespread recruitment and retention problems as
illustrated above.

Workforce Planning: Headcount

6.30

NICS PSA targets require a reduction of approximately 2,300 civil
servants by the end of 2007-08. These reductions must be made
without compromising service delivery or quality and will be spread
across all grades, (including the SCS). Departmental reductions have
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been profiled and the agreed staff reduction target for the period 2005-
08 for each NICS Department is outlined in Table 19 below:

Table 19: NICS Staff Reductions by Department

6.31

6.32

6.33

6.34

Department Reduction Target by 2007-08
DFP 351
DETI 53
DARD 373
OFMDFM 43
DCAL 42
DHSSPS 73
DRD 336
DOE 135
DSD 730
DEL 82
DE 85
Total 2303

To ensure the delivery of the efficiency programme each Department
has produced detailed efficiency technical notes providing specific and
guantified information on the actions departments will take over the
three year period. Consistent with the approach in Whitehall, the NIAO
has participated in the scrutiny of these departmental efficiency
technical notes.

Ultimate responsibility for achieving its reduction target lies with the
individual Department, which has agreed its own target and profile of
reductions over the 3-year period, in line with available resources and
the needs of the business areas for which it has responsibility. CPG
has a responsibility to support and assist Departments and to facilitate
the process across the NICS.

Departments provide quarterly returns on progress against profiled
reductions across the period to March 2008, in conjunction with
bilateral meetings with CPG and representatives from DFP’s Central
Finance Group (CFG). CPG provides regular updates to the Personnel
Directors’ Group and Permanent Secretaries’ Group on progress and
pressures in the exercise. The Inter-Departmental Redeployment
Group provides a forum to agree policy and future action on
problematic redeployment issues, which would otherwise hinder
achievement of the targets.

Arrangements have been put in place to monitor the achievement of
reductions and, where necessary, facilitate the redeployment of surplus
staff between Departments. This means that there will be no ban on
promotion or recruitment and that staffing decisions will be taken in the
context of the overall NICS position rather than within Departmental
boundaries. Further detail on the reductions and the mechanism in
place to deliver those reductions is given in Annex F.
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6.35 In addition to the planned reduction of 2,300 civil servants further
reductions, amounting to around 3,000 transferred posts, will flow from
the Science Service becoming a NDPB (this became effective from 1
April 2006), the reclassification of the Water Service as a Government
owned Company (April 2007), and the transfer of staff to a Private
sector Provider under Workplace 2010 (Summer 2007) — with all
services benefiting in efficiency and effectiveness from being able to
operate in more appropriate regimes outside central government. In
addition, the NICS is expected to absorb up to 1,000 staff who may be
re-deployed from various reform initiatives designed to produce more
efficient and effective services. These initiatives include the e-HR and
the Accounting Services programme, and the return of staff on
secondment to Invest NI (of which about 220 staff have already
returned).

6.36 It is important that all these strands are managed in a holistic and
integrated way. It has been estimated that these reductions and
workforce changes can be achieved within projected natural wastage,
retirements, and redeployments.

6.37 The RPA will have particular impact on workforce numbers in the NICS.
In overall terms the number of staff transferring from the NICS up until
31 March 2009 under the RPA initiative is currently estimated at 3,511
broken down as follows:

Table: 20: Actual/Projected Reductions in Posts (FTESs) for the 11 NICS
Departments under the RPA initiative

2004-5 2005-6 2006-7 2006-7 2007-8 2008-9 Total

(actual) (actual) (actual —  (projected (projected)  (projected)
Qtr 1) — Qtr 2-4)
N/A N/A -16 -20 -16 3,563.0 3,5611.0

Note - A negative number indicates an increase in posts.

Workforce Planning — Skills

6.38 If the NICS is to achieve its plans for efficiency it is imperative that skills
planning is addressed and a structured approach taken to build the
necessary capacity which will be required to deliver the step change
anticipated in the reform programme as detailed in ‘Fit for Purpose’.

6.39 A comprehensive Review of Training Delivery recommended the
establishment of a single SSC to deliver generic training needs. The
new SSC will reduce the duplication of effort and improve efficiency by
offering staff across the NICS the same access to a high quality
generic training service.

6.40 The Centre for Applied Learning (CAL) was established on 1 April 2006
and brings together training and development professionals from
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6.41

6.42

6.43

6.44

across NI Departments. Headed by a SCS Chief Executive, the centre
is governed by a management board comprising Departmental
representatives, an external independent board member and Trade
Union representative. An exercise to identify funding mechanisms from
April 2007 onward is underway — interim funding arrangements have
been put in place for 2006. Efficiencies are expected as a result.

In parallel, governance structures relating to Training and Development
were reviewed and new responsibilities agreed. The new structures
reflect more of a purchaser / provider role, although in practice both
sides will work in partnership to meet needs. Training Commissioners
have been appointed in each NI Department to identify and agree
training needs via an annual commissioning process, and to monitor
performance of the SSC.

The new structures have necessitated the development of a new
process to commission training on a corporate basis, which will reflect
corporate needs. The process has been piloted for needs required
over a 6 month period (October 2006 to March 2007) and will be
refined as necessary.

The NICS Training and Development Strategy, sets the framework
within which skills planning and capacity building will be addressed,
including a series of mandatory and elective modules designed to meet
the needs of administrative staff, first-line, middle and senior managers
and the SCS. It sets out a three year plan to address identified current
and emerging skill needs, delivery of corporate leadership
programmes, and provides a framework within which departmental
training and development plans will be taken forward. The Strategy will
steer the work of Training Commissioners in defining departmental
needs.

The Strategy reflects Fit for Purpose commitments to build capability on
leadership and management, increase professionalism and develop
talent. This includes a number of initiatives such as:

o Building capacity in leaders and managers: providing a
comprehensive set of tailored development programmes with core
and optional modules aimed at key stages of a Civil Service career;
SCS Masterclasses; SCS Mentoring Programme, Executive
Coaching and Permanent Secretary Induction;

o Building capacity in operational skills: providing a wide range of
training and development in generic operational skills and
behaviours, through formal training courses and workplace learning,
including a new and consolidated Administrative Development
Programme and rollout of the NICS Essential Skills strategy;

o Professional skills for Government: implementation across NI
Departments (initially to SCS from April 2006) of this UK-wide
initiative, which sets new standards for leadership, core skKills,
professional expertise and broader experience and;

44



6.45

6.46

o Benchmarking, research and development aimed at ensuring
Departmental corporate recognition against the new Investors in
People (liP) standard across all NICS Departments by March 2008,
increasing use of liP optional modules (where these relate to NICS
business activity) and establishing a research and development
capability within the Training & Development SSC by October 2006.

The CAL is currently rationalising existing training programmes and
developing new programmes to align with the Training Strategy and to
reflect generic training needs across Departments. From September
2006, the centre will be in a position to deliver a commissioned
programme of training agreed with the new Training Commissioners’
Group.

Government Skills (Sector Skills Council for Central Government) was
established in January 2006. The NICS had worked in partnership with
the Cabinet Office in the establishment of the Sector Skills Council,
which will set skill level standards for all Civil Service grades and
improve public service delivery by providing leadership for skills
development across the sector. A NI National Manager was appointed
in April to ensure the local perspective is reflected in their work. The
Service will continue to work in partnership with the Sector Skills
Council as a source of continuing information on emerging skills as well
as drawing on knowledge in departments to inform future development
of the NICS Training and Development Strategy.

Workforce Planning: Absenteeism

6.47

6.48

6.49

6.50

6.51

A further strand in the drive to improve service delivery and efficiency is
the management of attendance, which has become a key priority within
NI Departments. In April 2005 NICS Departments set new targets for a
phased reduction in sickness absence by 2010, representing an overall
corporate target of 9.5 days.

During the 2005-06 year, an average of 13.4 days per person was lost
as a result of sickness absence, equivalent to 6.0% of available
working days. This is within the target agreed of 13.8 days agreed for
the same period.

During the financial year 2005-06, 11.8% of staff in the 11 NI
departments had one or more spells of long term absence, accounting
for 68.4% of the total working days lost.

However, during the period April - September 2006 6.6 working days
were lost, this gives an estimated rate of 14.3 working days lost for
2006-07 above the target rate of 12.4 days.

While progress has been made towards achieving the strategic targets
for short-term and long-term absence, more needs to be done in the
area of the duration of long-term absences. This is an area that has
been targeted for urgent action. A number of initiatives are already in
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place and others are being developed to assist in achieving the 2010
target. These initiatives, which take account of best practice guidance,
including the recommendations of the Ministerial Taskforce for Health,
Safety and Productivity include:

o Robust management information as an aid to evidence-based
policy making and the development of Departmental specific action
plans;

0 Specific policies and procedures both to assist managers in helping
staff who have unacceptably high sickness absence and to
encourage staff not to take advantage of sickness absence
arrangements unnecessatrily;

o Training & development of staff on managing attendance policies
and procedures;

o Professional support and guidance to help staff maintain and
improve their health and well being;

o Professional support in adopting a case-management approach to
the issue;

o0 The development of specific action to tackle long-term sickness and
the incidence of stress; and

o0 Examining the potential for addressing the wider determinants of
sickness absence, including the working environment, job design
and reward and recognition arrangements.

Pay and Pay Determination
Non-Industrial Staff below Senior Civil Service Level

6.52

6.53

A single pay agreement for non-industrial grades below SCS level was
negotiated with TUS and introduced with effect from the 2002/03 pay
year. As part of the 2004 pay settlement the pay award date was
changed from 1 April to 1 August. The 2005 award, which covered the
reporting period from 1 April 2004 to 31 March 2005, was worth 3.49%.

A new three-year pay deal, worth a total of 12%, was agreed with the
trade union side in February 2007 covering the years 2006, 2007 and
2008 up to August 2009. The pay settlement targeted a number of
strategic objectives relating to low pay and equal pay and included:

0 A restructuring of the pay scales, including shorter pay scales for
the majority of staff over the 3 year period and a substantial
reduction in overlap between adjacent scales.

o Improved annual leave entitlements for almost all staff.

0 Increases to the band minima and maxima as well as improved pay
on promotion provisions.

46



6.54

6.55

6.56

6.57

The pay system for non-industrial staff below the SCS™ is comprised
of around 40 pay scales covering a wide range of grades from General
Service administrative grades to specialists such as scientists,
engineers, typing grades, IT grades, economists, statisticians, legal
grades, nursing grades, architects etc. Pay scales are made up of a
minimum, a maximum and a series of fixed pay points between the
two. A new member of staff is usually recruited at the minimum of the
pay scale unless there are business reasons to justify a higher starting
salary at a point further up the scale (e.g. because of market forces or
the applicant having additional qualifications and/or experience in
recruiting to specialist posts).

The pay scale points are considered for revalorisation each year as
part of the annual pay negotiations. Revalorisation is not automatic but
is considered in the context of a number of factors such as affordability,
inflation and Government pay policy.

The NICS recognises one Trade Union for purposes of collective pay
bargaining for non-industrial grades below SCS level — the NI Public
Service Alliance (NIPSA). Management Side seeks approval to a pay
remit from the DFP Minister (and during suspension HMT) within which
to undertake the annual pay negotiations. These negotiations are also
informed by a formal claim submitted each year by Trade Union side.
The determination of the pay remit takes into account issues such as
Government pay policy, rate of inflation and affordability.

The NICS pay and reward strategy is designed to encourage and
reward staff to perform and to develop the competences relevant to
their agreed personal objectives. The pay arrangements provide for an
annual one point progression increase for all eligible staff whose
performance is deemed as satisfactory or better, coupled with non-
consolidated bonus awards for higher performance. Those staff at the
maximum of their pay scale may qualify for a non-consolidated
payment.

Industrial Staff

6.58

6.59

6.60

There is around 1,270 industrial staff within the NICS: for example
those who carry out road repairs and manage national forests. The
estimated effect of the RPA and other measures will be to reduce this
complement to under 700.

With the agreement of HMT, pay negotiations for industrial staff have
been delegated to individual NICS Departments, with the overall remit
subject to the approval of Ministers (or HMT under direct rule).

A priority in respect of the industrial cadre is to take forward the
harmonisation of industrial and non-industrial terms and conditions. In

19 At 1 October 2006, there is 23,421 Full Time Equivalent (FTE) non-industrial staff. (includes
casual staff)
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order to achieve this DFP has developed a stronger role in leading
discussions with Departments and with Trade Unions at the Central
Joint Consultative Committee to identify a framework for industrial pay
that will progress the harmonisation agenda. Industrial remit
applications will be signed off at Departmental level supported with the
same evidence that Departments provide to HMT and approved by
DFP.

Senior Civil Service Staff

6.61

6.62

6.63

6.64

6.65

There are 222 FTE Senior Civil Servants within the NICS. In view of the
wider market at senior levels, the NICS mirrors the HCS in relation to
the pay of the SCS. The NICS therefore applies the recommendations
of the Senior Salaries Review Body (SSRB), taking account of any
supplementary guidance from Cabinet Office.

The aim of the SCS pay system is to enable the Civil Service to attract
and motivate senior staff; offer rewards for excellence and delivery of
business objectives; promote continuous improvement and
development; support the development of a diverse workforce and
more active management of performance; promote timely pay
progression and improve transparency and perceived fairness in pay
decisions. These issues are important to the application of the pay
arrangements in NI.

The pay award for SCS grades comprises two elements — a base pay
uplift and a non-consolidated bonus. The base pay award is
determined on an assessment of performance, growth in competence,
overall contribution and job challenge relative to peers. The award of a
non-consolidated bonus is based on in-year delivery relative to
objectives or other short-term personal contributions to wider objectives
within the business area, as measured against specified criteria.

Cabinet Office recommends the broad percentage pay awards to be
applied to the various performance tranches each year. Application of
the pay awards must conform to the SSRB and Cabinet Office
parameters, although there is scope for variation in detail between GB
and NI, for example in the apportionment of non-consolidated bonus
payments. In 2006 the envelope for NICS SCS base pay awards was
3.25%. The non-consolidated bonus element increased by 1.5% to
6.5% of SCS payhbill. On the 1* March 2007 the Chancellor announced
that the Government had accepted the 2007 PRB recommendations,
resulting in a base pay award envelope of 2.6%, with an increase in the
bonus pot of 1.1% of pay bill.

NI Permanent Secretaries comprise a separate cadre for pay purposes.
However, their pay awards reflect the pay strategy agreed for SCS staff
at Grade 5 and Grade 3 levels. The Head of the NICS will consider the
annual pay awards of NI Permanent Secretaries with the assistance
and advice of an independent Remuneration Committee.

48



NICS Pay Comparisons

6.66 There are generally two main comparators for NICS pay — the pay
levels of the HCS and those of the private sector in NI. In relation to the
first CPG commissioned a study to compare the salary scales in the
NICS to those in a number of HCS departments. A summary of the
results is illustrated in Table 21 below. The general thrust of the
findings was that in the NICS pay scales tend to be considerably lower
(in particular in relation to scale minima) and that it tends to take longer
to progress to the scale maximum.

Table 21: NICS Pay Scales as a Percentage of HCS Pay Scales (2005
NICS Min as % of Max as % of

Grade Min Max Avg Min Rank Avg Max Rank
AA £11,209 £13,453 93.4% 90f9 93.0% 70f9
AO £12,268 £16,112 87.6% 90f9 96.2% 6 of 9
EO £14,321 £24,581 82.8% 90f9 107.7% 30f9
HEO £20,031 £28,759 89.8% 90f9 100.6% 40f 9
SEO £24,804 £36,550 89.5% 90f9 100.6% 40f 9
G7 £31,927 £47,866 84.2% 90f9 97.3% 80f9
G6 £37,387 £58,807 78.7% 90f9 97.2% 80f9

Non-Pay Reward
6.67 The NICS has in place a number of non-pay reward factors, which
include:
o Salary linked pension scheme for all permanent staff;
o Flexible working hours;
o Competitive leave entitlement;
o0 Maternity/paternity leave and special leave arrangements for
domestic reasons;
Sick pay, for those who fall ill, of six months full pay and six months
half pay;
o Focus on development opportunities;
0 Bonus scheme to reward outstanding contributions from individuals
and teams; and
o A range of NICS clubs and societies giving opportunity to pursue
hobbies at an affordable price.

o

6.68 When recruiting to NICS posts, Candidate Information Packs are made
available to all applicants alongside the application form. These
provide a detailed picture of the post including non-pay rewards such
as pension, holiday entitlement, availability of flexible working
arrangements etc.

Risks

Headcount Reductions

6.69 As noted earlier, ultimate responsibility for achieving staff reduction
targets lies with the individual Departments. CPG plays a central role
in supporting and assisting Departments to achieve these goals. The
modeling work carried out by NISRA's HR Consultancy Services
Branch is essential to this process.
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6.70

NISRA has worked to refine the information used to populate the HR
planning database. The model is able to show likely staff movements
each year and identify potential surpluses or bottlenecks at each grade.
This allows an overall picture of pressures and easements to be
provided which facilitates effective workforce planning during a period
of significant change. Modelling has concluded that planned reductions
should be achievable through natural wastage.

RPA and Workplace 2010

6.71

6.72

The efficiency and reform programmes are key Government priorities,
which aim to provide a more efficient system of public administration
and facilitate a redirection of resources to the provision of front-line
services. The RPA envisages a wide ranging restructuring of how
public services are provided by 2009. Departments are engaged in
managing the RPA change processes and planning for its eventual
outcome.

Departments are also planning for the potential effects of the
Workplace 2010 initiative which could result in sizeable numbers of
premises staff and support grades becoming surplus to the system
needs.

Equal Pay

6.73

6.74

As part of the 2004 pay settlement it was agreed that an Equal Pay
Audit should be carried out for non-industrial grades below SCS level.
Terms of Reference for the audit were agreed with TUS together with
the principles and methodology to be applied. The audit involves a
series of analyses to examine the pay of males and females including
basic pay, overtime, non-consolidated bonuses, certain Service-wide
allowances and total pay (i.e. the combination of these elements).

The first stage of the audit i.e. the analysis and identification of
significant pay gaps has been completed, and the data from this stage
has been used in the second stage to identify any equal pay gaps and
to determine if there is a genuine reason for the difference in pay
unrelated to gender. The third stage of the review will involve the
development of an action plan to address the differentials and close
those gaps which cannot be explained on grounds other than gender.
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7.0 HEALTH AND PERSONAL SOCIAL SERVICES

Introduction

7.1

7.2

Responsibility for health and social services in NI lies with the
Department of Health, Social Services and Public Safety (DHSSPS).
The Department has been engaged in a process of workforce planning
to ensure that the Health and Personal Social Services (HPSS) has
access to a workforce that is fit for purpose.

The effective delivery of good quality care to service users is dependent
on the skills, ability and organisation of the health and social care
workforce. There are just over 71,000 employed in the HPSS delivering
essential services to the community. The environment in which staff
work is dynamic, requiring a flexible workforce that is responsive to
demand and change. Forecasting the future supply and demand is
imperative to ensure that future service provision is aligned to patient
and client need. In order to ensure that the optimum use of resources
and outcomes is achieved, workforce plans must continually be re-
assessed and forecasts reviewed to meet the variable influences that
will emerge over time.

The Policy Context

7.3

7.4

7.5

The Government is committed to building capacity to support reform
and modernisation. The key objectives for health and social care are:

o To develop and promote policies and strategies that will lead to
good health and well-being, a reduction in preventable disease and
ill-health, and greater social justice; and

o To ensure the delivery of effective, high quality health and social
care.

The Government plans to extend and increase the quality of the range
of services in the Primary Care Sector — including improving access to
doctors, nurses, allied health and other health professionals. These
services to the population will be improved by developing team working
across professions and by networking specific services such as cancer
and renal services.

The HPSS sector has been subject to a wide range of reviews and
analysis over recent years. In the context of pay and workforce
planning the more relevant are considered below.

Review of Public Administration

7.6

While the RPA proposals are currently out to consultation, they reflect
a general perception that the administrative structures of the HPSS are
in urgent need of reform. The RPA consultation document suggests a
very significant reduction in the number of Boards and Trusts — from 23
to 5 or 7 agencies. If implemented as proposed, this would require a
major exercise in workforce planning to maximise the redeployment of
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7.7

7.8

7.9

7.10

7.11

the existing workforce and at the same time seeking to achieve the
envisaged savings.

While final decisions on the RPA are not expected until later this year,
Priorities and Budget 2005-08 has identified that DHSSPS is to deliver
a significant rationalisation of HPSS bodies as part of the RPA by
2007-08. It seems clear that there is a general consensus that
consolidation and rationalisation of the diverse administration
structures in Health provides an opportunity to divert resources to
frontline services. The RPA provides an opportunity and a driver for
DHSSPS to reduce its administrative base and free up funding for
those frontline services. However, it should be noted that Ministers will
decide where savings will be invested and this may not necessarily be
in DHSSPS front line services. Decisions have not yet been taken to
enable a clearer estimation of the likely workforce impacts.

The RPA will bring about substantial structural re-organisation and the
reduction by 13 trusts and replacement of the 4 boards by a regional
authority will in itself offer significant opportunity to streamline the
staffing arrangements. It is estimated that there will be a reduction of
between 500 and 800 jobs under this reorganisation, and most of these
jobs will be in the administrative field.

Recent workforce planning research has also shown that there is
significant variation in the level of Information Technology (IT) use
across the current trusts and this is one contributory factor towards the
current high staffing levels in the administrative field. Work is underway
to address best practice in the application of IT to help establish more
cost effective delivery of support services.

Additionally, the Department is taking forward work to investigate the
potential for development of shared services by exploring the formation
of cost effective partnerships across the new trusts so that duplication
of services is avoided. Together these developments should deliver a
substantial rationalisation of the current administrative base.

The reform of the HPSS is intended to free up resources previously
used in management and administration to improve front line services.
It is the intention of those leading the reforms that there should be as
little disruption as possible to the delivery of health and social care. The
reforms will focus on current management structures and
administrative support services. The Deloitte report on costs and
efficiencies estimates that the Health and Social Services sector could
lose between 690 and 1540 jobs. Of these 270 would go as a result of
the rationalisation of structures. The modernisation of front line
services would account for a further 250 to 520 jobs while the
implementation of shared services could result in a further 170 to 750
jobs.
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7.12

7.13

7.14

DHSSPS does not agree with the upper range of the Deloitte
estimates. It is clear, however, that there will be substantial reduction
in managerial and administrative posts. The Secretary of State has
committed to £200m RPA savings, £70m of which will be as a result of
savings in DHSSPS. DHSSPS estimate that 270 posts will be lost as a
result of rationalisation of structures, 250 as a consequence of
economies of scale and a further 200 resulting from the implementation
of shared services. It should be noted that the shared services agenda
is linked to investment in new ICT systems and is on a longer timescale
than the other categories.

The greatest impact on jobs will be on those involved in the leadership,
governance and management of the current Trusts, Boards and
Agencies. There are 22 Chief Executives and approximately 150
Directors in the four Boards and the 18 Trusts. It is estimated that there
will be a need for no more than 60 such staff in the new structures. The
other 170 posts lost will come mainly from administrative and clerical
staff who provide support to senior executives and non executive board
members.

There are approximately 1200 middle managers in the HPSS. The
Department is currently modelling the Ilikely effects of the
implementation of the RPA on this group. At this stage numbers are
not available but there is likely to be a significant reduction in the
number of posts. Similarly DHSSPS is not yet in a position to estimate
the impact on staff numbers in the department.

The Employer of Choice

7.15

7.16

The current strategy for managing people in the HPSS, “The Employer
of Choice”, states that the delivery of modern, high quality services
requires effective leadership of, and investment in, the staff who deliver
them. The range of services available and the quality of care received
by service users depends upon the people who work in the service.
Staff are the major asset of the HPSS and the strategy maps out the
HR agenda for the HPSS in six key strategic areas:

o0 Workforce Planning;
Retention, Return, Recruitment and Reward;
Improving Working Lives;
Equality and Fairness;
Education and Training; and
Employee Relations.

o O O0OO0Oo

A new strategy has been developed in partnership with employers and
trade unions that builds on the themes set out in the Employer of
Choice. It develops a focus on the need for modernisation and reform
in the workplace with particular emphasis on improving productivity by
building on recent pay reforms. However, as a result of the significant
RPA reorganisation within the HPSS that has commenced, it has been
deemed unavoidable to defer its immediate issue for consultation. This
will be undertaken once RPA has been fully implemented.
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Workforce Learning Strategy

7.17

7.18

7.19

A Workforce Learning Strategy for the HPSS has been developed on a
partnership basis and will address and recommend the way forward in
all aspects of learning throughout the HPSS organisations. The
strategy recognises a need for “the continuous development of skKills,
knowledge and understanding that are essential for employability and
fulfilment”. To achieve this we need to help staff to develop the habit of
learning throughout their health and social care career, as well as
providing the right range of learning opportunities in a timely and
accessible manner. The strategy provides a development framework
for individuals, teams and organisations and aims to:

o Equip staff with the skills and knowledge to work effectively and
flexibly in caring for patients and clients;

Support staff to grow, develop and realise their potential,
Support changes and improvements in patient and client care;
Enable staff to take advantage of available career opportunities;
Maximise the return on investment in training and education;
and

Link and empower existing workforce learning/training
strategies.

© O 0O

(@)

The strategy recognises that effective learning and development
underpins successful organisation performance. It supports the further
development of a learning culture across the HPSS, enabling
individuals to progress in their careers, as well as supporting those
staff whose career commitment is to their current posts. Consequently,
learning and development goals should be an integral part of HPSS
organisation strategies — with service plan objectives reflected in the
priorities set for individual staff.

The strategy is equally relevant to those working in the voluntary and
private care sectors, as it describes the education and development
context relevant to all care sectors and identifies the issues relevant to
employers and staff. In light of the significant impact RPA will have on
staff, the timing of the launch of this strategy has been re-visited. It is
now planned to issue in 2007.

Independent Review of Health

7.20

An Independent Review of Health & Social Care Services in NI was
carried out by Professor John Appleby in 2005. The overall aim of the
review was to consider the resourcing of health and social services and
to consider how reforms leading to targeted and sustainable investment,
effective and efficient delivery structures and appropriate incentive
systems can result in improved service delivery. The review report was
published in August 2005, in time to inform the production of the NI
Budget for 2006/07. The review stated that whilst concern was
expressed about staff shortages, NI does not appear to be deficient in
terms of the number of health & social care staff compared to the rest of
the UK. It also noted that, like the rest of the UK, labour productivity in
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the health & social care sector appears to have fallen since 1998/99. The
review concluded that although the NI health & social care sector did not
appear to have been significantly under-resourced up until now, looking
forward it will come under increasing pressure to replicate the
improvements in health outcomes envisaged for the UK by Sir Derek
Wanless. The work set out below to monitor and improve productivity
levels is anticipated to contribute overall to the improvement of health
outcomes.

Developing Better Services
7.21 The implementation of the Ministerial decisions on Developing Better

7.22

Services, announced in February 2003, will mean that, in future, acute
services will be delivered from a smaller number of facilities. These will
be more strongly patient-focused and organised around population
groupings rather than facilities. In addition, a number of new Local
Hospitals will deliver a wider range of services on a local basis —
including day case surgery, high quality diagnostic services, out-patient
clinics and rehabilitation and step-down beds. These developments will
have far reaching implications for the workforce in terms of numbers
required, skill sets, role boundaries and organisational structures.
Announcing his decisions the then Minister referred specifically to
workforce issues, stating that:

“It is clear that without sufficient numbers of qualified staff
coming on stream at the right time the effects of the changes |
have announced today will be severely hampered.... It is also
very clear that this new pattern of hospital services will require
significant change in the way staff are deployed. Much more
flexible patterns of working will be needed to ensure that clinical
networks can flourish, and that expensive facilities can be used
more exhaustively than is sometimes the case at present.”

The implementation of Developing Better Services will also directly
impact both on the number of nurses, midwives and health visitors
required, and on the type of work that they will be performing. For
example, the distribution of emergency care and inpatient maternity
services; the expansion of services at some sites and the reduction of
services at others; and the implementation of local nurse-led
emergency units providing a comprehensive minor injury and illness
service.

Information and Communication Technology

7.23

The HPSS ICT Strategy provides a long-term vision for the effective
use of IT systems to improve the quality of service delivered to the
patient. The full implementation of the strategy will improve the
discharge of back of office functions by allowing for the speedy retrieval
of patient records and details and the easy transfer of information from
one site to another. This will mean that professional staff can access
information systems from their clinical work areas and so reduce the
time they spend in the manual processing of data.
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PSA Targets

7.24

7.25

7.26

7.27

The HPSS workforce is embedded within strategic planning at every
level of the organisation. Priorities and Budget 2005 — 2008 stated that
the overall aim of the Department is “to improve the health and well
being of the people of NI”. In pursuing this aim the key objectives of
the Department are:

o To improve health and well being outcomes through a reduction
in preventable disease and ill-health by providing effective, high
quality, equitable and efficient Health, Social and Public Safety
Services to the people of NI; and

o To create a safer environment for the community by providing
an effective fire fighting, rescue and fire safety service.

The Priorities and Budget document also states that the budget
allocation will enable reform (resulting from new terms and conditions
for doctors and nurses and other HPSS staff) to be taken forward. This
will encourage staff recruitment and retention, enable new ways of
working, and improve productivity and quality in services. It is
principally through such improvements in the productive time of
existing staff that the Department expects to generate its share of non-
resource releasing Gershon efficiency savings.

These themes feed through into the PSA targets for DHSSPS. For
example the DHSSPS is targeted with improving the quality and
capacity of service for patients by:

o Ensuring that 95% of those waiting are admitted within 12
months by March 2008;

o Increasing day case activity by 10% by March 2008; and

0 Reducing average length of stay by 10% by March 2008.

The CSR2007 has committed departments to cumulative efficiency
savings of 3% per year in real terms to March 2011. In addition, the
administration costs of departments are being reduced by 5% per year
over the CSR2007 period. DHSSPS aims to make efficiency gains and
service improvements by:

0 Making direct cost savings in procurement, overhead expenses,
etc.; and

o Improving service effectiveness and throughput so as to treat
more people in primary care, speed the patient journey through
hospital, and provide appropriate and prompt community care.

Key Workforce Objectives for 2005-2008

7.28

A scoping exercise, carried out by the Department’s Central Workforce
Advisory Group, has identified the following key objectives for the next
3 years.
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o Ensuring there is an adequate supply of staff to meet the health and
social care service delivery needs for the population of NI:

Working with higher and further education to train and
prepare students for the future HPSS workforce;

Promoting HPSS careers at school level;

Continue overseas recruitment;

Accurate planning and commissioning of undergraduate
places; and

Develop and implement effective recruitment strategies.

o Develop a workforce fit for the future:

Support the extension and implementation of extended
regulation of the workforce;

Encourage and support multi-disciplinary and inter-agency
working in teams;

Implement the AfC Knowledge and Skills Framework;
Support post-graduate education and life-long learning in the
workforce; and

Develop and implement effective retention strategies that will
also enhance career development for HPSS employees.

o] Improve the productivity of the HPSS:

Encourage and support the development of new ways of
working including skill mix;

Realise the benefits of pay modernisation;

Support the extension and development of roles, e.g., the
Assistant Practitioner and the Clinical Consultant;

Continually seek to improve performance in the HPSS; and
Support the development of new productivity measures for
the HPSS.

The HPSS Workforce

7.29 There are around 71,000 staff** currently employed in the HPSS
workforce in NI. As Chart 5 shows, the HPSS workforce fell overall
during the early 1990’s but rose from 1997 onwards. The main reason
for the fall was a decline in the numbers of Works & Maintenance and
Ancillary & General staff. Excluding these two groups, the HPSS
workforce followed a general upward trend with an increase in staff of
approximately 1000 per year for the period 1990-2005. In terms of
headcount, females account for 79% of the HPSS workforce whilst
part-time workers account for 38% of the workforce (2005 figures).

YTotal Staff in post. Excluding Bank Staff, homehelp and student nurses reduces the total to 57,293 or 49,303.4

Whole Time Equivalent.
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Chart 5: HPSS Workforce Numbers (Whole Time Equivalent, WTE basis) for
1990-2005

50000

45000 -

40000 -

35000 -

30000

25000 T T T T T T T T T T T T T T T
1990 1991 1992 1993 1994 1995 1996 1997 1998 1999 2000 2001 2002 2003 2004 2005

== Total Workforce ====Workforce excluding Works and Ancillary staff

Source: DHSSPS

7.30 Chart 6 shows that the largest grouping in the HPSS workforce is
Qualified Nursing & Midwifery staff (28%), followed by Administrative &
Clerical staff (23%). Compared to 1996, the number of qualified
Nursing & Midwifery staff has risen by approximately 11%, whilst there
has been a 28% increase in Medical & Dental staff and a 26% increase
in Administrative & Clerical staff.

Chart 6: Distribution of HPSS Workforce by Category (2005)

Medical & Dental

6% Professional & Technical

Ambulance 11%

2% Social Services
Admin & Clerical 9%

23%

Unqualified Nursing
8%

Works & Maintenance
1%

Ancillary & General Qualified Nursing &
12% Midwifery
28%

Source: DHSSPS

7.31 Staff costs for the HPSS workforce have increased by 40% between
2001 and 2005 to reach over £1.38bn. Roughly three fifths of this
increase can be attributed to an increase in staff numbers with the
remainder relating to average cost per staff member.
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Recruitment and Retention
Graduate Recruitment

7.32

The Independent Review of Health reported that the picture in terms of
recruitment can sometimes be confusing since the recruitment
procedure begins with student choices on degree courses.

Chart 7: Application Ratios for Medicine Related Degrees
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7.33

7.34

As chart 7 shows, the number of applicants per acceptance for degree
courses for Professions Allied to Medicine was higher than that for the
rest of the UK*2. However, the ratio for medicine & dentistry courses at
Northern Irish institutions was significantly lower than the rest of the
UK*®. The Review reported that this latter ratio of around 3:1 is not
viewed by DHSSPS as being particularly low and the view from the
Appleby consultation process was that recruitment was not a significant
problem.

The Review speculated that a possible reason for the lower ratio might
be that Northern Irish students are selecting not to go into medicine
because of higher qualifications requirements. As a broad indication of
this, 93.9% of successful Northern lIrish applicants to medicine &
dentistry degree courses had the equivalent of three ‘A’ Level passes
at A grade or better, compared with 84.1% for the UK as a whole™.

Vacancies — Comparison to GB

7.35

Comparison of staff vacancy rates across UK Health Departments is
extremely difficult due to the different methods of calculating vacancies
and classifying staff. Table 22 below sets out a broad comparison of

2 There was some variation between the professions allied to medicine with Nursing (2.85) having a lower ratio than
Physiotherapy (7.89), Dietetics (6.11), Occupational Therapy (7.10), Podiatry (7.07), Radiography (7.23) and Speech
& Language Therapy (12.87)

'3 For Medicine alone the ratio was 3.73:1

*In terms of Allied to Medicine Degree Course which includes Nursing, Ophthalmics and Pharmacology the
percentages were 35.2% for NI and 23.7% for the UK.
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long-term vacancy rates. NI has lower vacancy rates than England
across the majority of staff groups. DHSSPS is of the view that these
figures disguise the difficulties that are experienced in a number of
specialty areas where vacancy rates can run at a much higher level.
For example, recruitment and retention difficulties in family and
childcare programmes, especially in children’s residential homes and in
child protection, have given rise to increased vacancy rates — some
Trusts face vacancy rates of up to 30% in such services. Although it is
clear that vacancy rates will vary within broad staff groups it has not
been possible to make comparisons with GB for those areas where
there are said to be staff shortages — as a result it is difficult to say
whether the high vacancy rates reflect UK wide or more localised
problems for these staff groups.

Table 22: 3 Month Vacancy rates in Health Service for England and NI

NI England
CATEGORY (Sept 05) (ES)
Medical and Dental . .
Nursing, Midwifery and Health Visiting 0.8 1.9
Social Services 0.2 N/A
Admin and Clerical 0.6 N/A
Professional and Technical 1.6 2.4
Ancillary and General 15 1.3

Source: DHSSPS, NHS

Vacancies: Changes Over Time

7.36 Generally speaking the vacancy rate for HPSS staff has improved over
the last few years. Table 23 below indicates that over the period 2003
to 2005 the vacancy rate fell for most of the Terms and Condition
Groups in the HPSS.

Table 23: HPSS Staff Vacancies Rate %

CATEGORY

WTE WTE
Sept-03 Sept-05
Admin & Clerical 3.8 2.9
Ancillary & General 5.9 4.8
Nursing, Midwifery & Health Visiting 2.8 3.1
Social Services 4.9 3.4
Professional & Technical 5.4 4.5
[Medical & Dental 3.2 2.9

Source: NI HPSS Workforce Census Sept 2005

7.37 The Independent Review of Health noted a fall in the vacancy rates in
some staff categories in the past year and suggested that this might be
attributable to improved retention strategies at employer level, and to
an increase in the number of newly qualified staff entering the
employment market. It went on to suggest that the presence of more
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7.38

than 1000 overseas health workers (mainly nursing and medical) has
meant that improvements could be consolidated.

Further detail on recruitment and retention issues in relation to each of
the staff groups within the HPSS is included within Annex C.

Workforce Planning

7.39

Approximately 50% of HPSS staff are in regulated professions. They
must hold approved qualifications and be on the register of an
appropriate  professional body. DHSSPS is responsible for
commissioning the training of regulated staff, largely through the local
Universities. The Department has to ensure that it is commissioning
the appropriate numbers of student places (referred to as pre-
registration places) to maintain an adequate supply of qualified staff. It
takes 3 years to train a nurse, 4 for Allied Health Professionals (AHPS)
and 5 for medical students. Workforce planning is essential if there is to
be a balance between supply and demand. The Department currently
commissions an annual intake of approximately 800 nursing and
midwifery students, 240 AHPs, 250 medical students and 300 social
work students.

Workforce Plans

7.40

7.41

7.42

In September 2001, DHSSPS commenced a series of uni-professional
workforce reviews (i.e. a review of each profession separately — such
as Dietetics, Dental, Social Services, etc.) covering the main groups
employed within the HPSS. These include the 14 main clinical
professions, social services, estates officers and administrative and
clerical staff. The clinical professions range in size from Nursing &
Midwifery, employing almost 15,000, to Orthoptics, which has only 30
persons working in the HPSS. While it was determined that the
initiatives, at this stage, would be taken forward on a uni-professional
basis, the information and recommendations from this work would
provide an important baseline in terms of developing workforce
planning within HPSS and across service sectors/professions. The
workforce planning cycle comprises a major review every three years,
with interim update reviews. In this way the reviews are intended to
enable the Department to gain workforce intelligence on the trends in
employment for each professional group and this in turn will inform
planning of needs over subsequent years.

The data collected also covers qualitative information and, together
with the data on recruitment and retention, enables the Department to
work with the HPSS in developing strategies to both attract people to
working in the health service professions and build their career in that
field.

The purpose of the up-date reviews is to identify any developments
which are likely to have an impact on the workforce, and to check back
as to whether the workforce is showing the trends predicted in the main
review. This is intended to act as an early warning system whereby the
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7.43

7.44

7.46

1.47

Department can take action as necessary and in this way aim to
address potential workforce problems at an early stage.

The following reviews were completed in 2005-2006:
o Nursing, Midwifery and Health Visiting;
Pharmacy;

Dental;

Medical; and

Social Services.

© O 0O

The following reviews are due for completion in 2007:
o Radiography;

o Physiotherapy; and

o Clinical Psychology;

The following reviews will commence in 2007:
o Orthoptics;

o Podiatry;

o Dietetics; and

o Scientific and Technical.

The review reports include a profile of the HPSS workforce at that point
in time, a forward projection of supply and demand, and
recommendations to address issues arising from the reviews. These
workforce plans, including summaries, have been published and are
available on the Department’s website'®. The update reviews are also
available on the website. Some brief information on the most recently
published reviews is included in Annex D.

Productivity and Workforce Planning

7.48

7.49

It was recommended that DHSSPS, like the NHS, should target areas
such as improvements in productivity and the use of staff at different
grades as additional means of meeting the workforce requirements set
out in future workforce reviews. The Independent Health Review also
highlighted this issue and it indicated that Health Sector productivity
has been falling across the UK since the late 1990s. It also suggested
that health sector productivity in NI was approximately 7% below that of
England and that the observed differential was not fully explained.

The need to improve productivity has been recognised by DHSSPS
and they have been charged with meeting productivity targets. Budget
2005-2008 indicated that £225m out of the £474.2m Gershon efficiency
savings over the next three years will come from the more productive
use of health and social care professionals’ time. These savings could
fund increases in front line capacity (costing £135m) and the quality of
services (costing £90m). However, the Independent Health Review
noted that it was not clear from the information set out in the

15 \www.dhsspsni.gov.uk
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accompanying Efficiency Technical Notes'® how the improved service
will actually be achieved. Indeed, the main activity appears to be the
collection of data on performance which, although valuable, in itself will
not directly lead to significant improvements.

7.50 DHSSPS states that it will make better use of the front-line staff time in
the HPSS through opportunities created by the terms and conditions
reforms in AfC, the new contract for consultants and the General
Medical Services (GMS) contract. The benefits should accrue in terms
of increased activity, shorter waiting times, higher quality of patient and
client care and longer consultation times.

7.51 DHSSPS have factored in skill mix benefits and productivity
improvements into their workforce reviews. For example, the Nursing,
Midwifery and Health Visiting Workforce Review envisages productivity
gains of 0.25% per annum for each of the next five years. However, the
Independent Health Review suggested that the approach adopted in NI
appeared less proactive than that in England. For example, it is
assumed when modelling future supply that no progress will be made
in reducing the attrition rate from degree courses whilst the anticipated
productivity growth is less than in England.

7.52 The scope for enhanced use of skill-mix and multi-professional delivery
of care is now routinely explored as part of the workforce planning
reviews. The potential for increasing productivity through new or
different ways of working is also explored. This will be supported by the
work of the Department’s productivity group. The following themes
have been identified by the group as offering scope for early work on
improving productivity:

o Benchmarking;

0 Reducing complexity and bureaucracy;
o Shared services; and

0 Service improvement.

7.53 Within the range of factors to be benchmarked both within NI and
compared to England are:
o Finished Consultant Episodes/ Admission per consultant /medical
staff;
Use of Agency staff;
Wasted bed days;
Sickness absence rates;
Staff turnover rates;
The Skills mix ratios of professionally qualified staff to supporting
grades.

o 0O O0OO0Oo

7.54 Much of the improvement in reducing complexity and bureaucracy will
be achieved through the structural re-organisation resulting from the
RPA.

'8 Departments have produced Efficiency Technical Notes providing specific and quantified information on the actions
departments will take over the next three years to deliver their efficiencies.
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7.55

7.56

7.57

7.58

Work is currently underway on the identification of potential benefits
realisation to come from the development of shared services. Current
estimations indicate a 3-4% reduction in administrative costs, with a
saving of around 280 jobs.

A Service improvement programme is currently underway with the aim
to “tackle bottlenecks in service delivery chains, which contribute to
inefficient use of resources and delays in service delivery”. The
programme aims to improve access for patients and clients by
engaging clinical teams in redesign to reduce waits and delays at all
stages of the care pathway. The programme consists of a number of
projects selected from across the HPSS.

By addressing the areas set out above, it is anticipated that productivity
can be improved through different means — improved working practices
and work scheduling should enable staff to work more efficiently,
eliminating time lost for example through duplication, travel time
between cases etc. In other areas such as sickness absence, reduction
in these levels for some groups will result in reduced expenditure on
the employment of agency staff to cover the absence.

Monitoring arrangements are currently being developed by the
Productivity Group. Productivity levels have not been monitored
routinely before. Progress with this will be closely monitored by the
Department over the next year. The next stage will be to identify best
practice and better working practices to deliver higher levels of
productivity in the workforce.

Pay and Pay Determination
Health Sector Pay Comparisons

7.59

At around £2.1bn pay comprises 55% of total DHSSPS resource
Departmental Expenditure Limit (DEL). Table 24 provides a high level
comparison of pay in the health sector in NI to that of the UK and some
of its regions. Generally speaking, despite some variations, it suggests
that levels of pay are fairly similar across the UK.
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Table 24: Health Sector Pay Comparisons across the UK (2005)

Health And Social Welfare
Associate Prof'ls SOC Group 32 495.6 488.8 498.0 501.0 504.5

Difference to UK average -1.8% -3.1% -1.3% -0.7% -

Health Professionals
SOC Group 22 1118.9 1395.2 1261.3 1319.0 1258.6

Difference to UK average -11.1%  10.9% 0.2% 4.8% -

Source: 2005 Annual Survey of Hours and Earnings

NI NS Sco WWEIES UK
Caring Personal Service
Occupations SOC Group 61. 323.7 311.4 331.2 307.3 314.6
Difference to UK average -2.9% -1.0% 5.3% -2.3% -

Note: Full-time employees on adult rates whose pay for the survey pay period was not affected by

absence.

7.60

7.61

7.62

7.63

DHSSPS has patrticipated along with the other UK Health Departments
in negotiations to modernise the HPSS/NHS pay system through AfC.
Project management principles have been used to oversee
implementation of the new pay system, which has been taken forward
in close partnership between the Management and TUSs. Its
implementation went live in December 2004.

In 2006 a pay deal worth 2.5% was agreed. All non-medical staff,
except senior executives, are remunerated on pay scales that include
salary increments (usually to the value of about 3%). The average
increase for staff in post (formerly earnings growth) for the AfC group
(which contains almost all admin staff working in the Health sector) in
2006 was estimated at 3.94%.

AfC allows for local recruitment / retention premia (up to 30% in salary).
It is not anticipated that the premia would have to be used widely in the
HPSS but there will be some staff groups (Pharmacists and
Tradespersons) who could lose out through the implementation of AfC
(as a result of the application of the job evaluation system). It is likely
that such groups will have a recruitment/retention premia applied at a
national level in recognition that the market rate of the job exceeds that
permissible under the job evaluation scheme. Other factors that may
have a bearing are the attractiveness of Rol salaries and that Health
professionals are considered to be a mobile and sought after
workforce. There is a concern, however, that the setting of the national
premia may not reflect the recruitment market locally for the HPSS.

DHSSPS would propose to ensure that the use of recruitment and
retention premia by local employers is carefully regulated to avoid pay
inflation. A framework for determining the need and regulation for a
local recruitment and retention premium is being developed. This will
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7.64

focus on presenting evidence of need and justification which will be
considered for approval by DHSSPS and DFP.

Given the investment from Government into Pay Modernisation it is
crucial that a return is achieved and is quantifiable in terms of
improvement to patient care, enhancement of services, better use of
resources and valuing the contribution from staff. There is an
obligation to assure Ministers that benefits are real and are achievable.
DHSSPS is therefore currently developing a comprehensive framework
which will assist the HPSS to identify and report on benefits realised
under AfC. However, it has to be appreciated that given the enormity
of the reforms the benefits will not be fully realised until implementation
is completed and that pay modernisation is only one of a number of
factors that will have a direct causal impact on patient care.

Medical & Dental

7.65

7.66

On the 1 March 2007 the Chancellor announced that the Government
had accepted the 2007 PRB recommendations for public sector staff
groupings, including doctors, dentists, nurses and other health
professionals. The increases announced for these staff groupings are:

o0 General Practitioners (GPs): 0%

o Dentists: 2%

0 Junior Doctors: 3%

o0 Hospital doctors: A flat rate of £1,000pa for hospital doctors and
£650pa for hospital doctors and dentists in training — giving an
average of 2%

0 Nurses: 2.5% staged over the year (1.5% from 1 April and 1%
from 1 November)

It is expected that the announcements made for England and Wales
health staff groupings are implemented in NI in line with last years
announced settlement.

Staff Employed by Boards, Special Agencies and Central Services Agency

(CSA)

7.67

Staff who work in the HPSS are employed by a variety of statutory
bodies: four Health and Social Services Boards; the CSA; and four
HPSS special agencies. HMT view was sought on the issue of pay
policy in 2004 and the conclusion was that these bodies could have
local pay policy.

Staff Employed by Trusts

7.68

Health and Social Services Trusts, who employ the majority of Health
Sector workers (96.6%) in NI, in common with their counterparts in the
rest of the UK have the powers to set their own terms and conditions of
service for the staff they employ’’. DHSSPS has reserve powers of
direction which have not been exercised other than for senior

7 paragraph 16 (3) of Schedule 3 to the Health and Personal Social Services (NI) Order 1991
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executives employed by any of the bodies in the HPSS!. However,
Trust pay flexibility effectively came to an end when AfC was
implemented.

Senior Executives in HPSS

7.69

7.70

The Department has created a pay and grading system for senior
executives (Chief Executives and Directors) in the HPSS. This action
followed growing public concern that some Trusts had introduced
unrealistic remuneration systems. The system based on the Hay
method of evaluation (also used in Scotland) has been in operation
since 2001. The pay levels in the system were determined after looking
at the market rates for similar jobs in the public sector in NI. They have
been accompanied by a robust pay strategy that has provided HPSS
employers with annual directions on pay review uplift and performance
pay. Pay is monitored and there has been complete compliance with
this approach. In a recent survey of NHS Chief Executives salaries in
the 4 countries England had an average salary of £117,843, Scotland’s
average was £103,528, Wales £94,845, while NI had an average of
£89,692. The differences are partly explained by differences in scale
but the most important factor is that the HPSS salaries reflect a local
pay market for Chief Executives. Under the revised RPA structures the
salary levels for senior executives in the new Trusts are being reviewed
to reflect the increased size of the new organisations. The Hay
methodology will be retained for this purpose.

DHSSPS is committed to strengthening performance pay
arrangements and will look at how this has been achieved in the NHS.

Pay Review Bodies

7.71

7.72

DFP and DHSSPS have been in discussion with colleagues in Great
Britain about having the remit of the Doctors and Dentists Review Body
and the Nurses and Other Health Professionals Review Body extended
to NI. With PRBs work already underway for staff groupings in GB it
was not feasible to formally include NI in the 2007-08 pay round as
extensive research would be required in advance of a final report.

Engagement both at official and Ministerial level has taken place to
progress the formal incorporation of NI staff groupings into the PRB
framework. Both the Review Body on Doctors’ and Dentists’
Remuneration and the Review Body for Nursing and Other Health
Professions are on schedule to report on the NI staff groupings in
2008-09.

Consultants’ Contract

7.73

The key features include a more transparent system of consultant job
planning, a new system of basic pay thresholds linked to job plans and
a requirement to offer the first portion of any spare professional
capacity to the NHS before carrying out private practice. Consultants

'8 The Health And Social Services (Remuneration And Conditions Of Service) (No 29) Determination (NI) 2001The
Health And Social Services (Remuneration And Conditions Of Service) (No 1) Direction (NI) 2001
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7.74

7.75

working in England, Wales, Scotland and NI have voted in favour of the
new contract arrangements that will operate on a similar basis across
the UK. The latest implementation figures show that around 80% of
consultants have signed up to the new contract. Initially costs were
derived on a pro rata basis from figures available for England. When
actual costs for NI became available they proved to be greater than
anticipated as a result of work undertaken that previously had not been
paid. They are estimated to be around £27m in 2006/07. DHSSPS
and the British Medical Association (BMA) are working jointly to realise
the benefits of this investment.

In similar fashion to AfC it is important that given the substantial
investment we are able to identify and report on the benefits achieved.
Success criteria for the new contract will include:
o0 Improved job planning;
Better morale;
Compliance with the European Working Time Directive;
Better recruitment and retention;
More patients treated more quickly; and
Higher quality care.

o0 0O O0OO0O0o

These criteria will be incorporated in the Benefits Realisation
framework currently under development by DHSSPS.

General Medical Services Contract

7.76

7.77

The new GMS Contact which came into operation in April 2004,
provides 3 funding streams through which GP practices are paid,
namely Global Sum (which provides payment for essential and
additional services), enhanced Services and the Quality and Outcomes
Framework. It rewards GP practices for meeting a range of quality
standards across a number of clinical and other organisational domains
(Quality and Outcomes Framework). Figures for the 2004/05 year
indicate that practices achieved in excess of 90% of the targets set by
the framework. Moreover, during the life of the contract a range of the
quality standards have been revised upwards and further clinical
domains have been added.

Furthermore, the new GMS Contract allows GP practices to opt-out of
providing specified services (including out-of-hours care) and offers
them the option to contract for a range of enhanced services. Hence,
GPs have the opportunity to take greater control of their workload,
appropriately plan for service delivery and promote efficiency and
partnership working. When considered in conjunction with the further
contracting models introduced alongside the GMS Contract (including
the option of salaried GPs) this also provides for the development of
wider GP career paths.

Non-Pay Rewards

7.78

Health workers in the public sector enjoy a number of rewards and
benefits over and above their pay levels. These can include:
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7.79

Risks
7.80

A Final Salary pension scheme,;

Flexible or part-time working arrangements;

Convenient location;

Competitive leave entitlement;

Sick pay for those who fall ill — six months full pay and six
months half pay;

Job security; and

o Company car (for senior executives).

o 0O O0OO0Oo

(@)

In general, these benefits are superior to those enjoyed by staff
employed in the wider economy. These advantages should be actively
promoted as part of any recruitment and retention activities. As a
result of the RPA, vacancy control measures are currently in place to
significantly limit the incidence of new recruitment and thus reduce the
potential for compulsory redundancies in the HPSS. However, it is still
the intention to promote non-pay benefits on recruitment and retention
activities in the future.

A significant risk that should be acknowledged is the potential non-
delivery of productivity gains promised as part of multi-year pay deals
(most noticeably AfC). Work is ongoing to develop a framework which
will assist the HPSS to offer the assurance that such benefits are being
realised but is also dependent on the implementation of pay
modernisation being concluded. An additional emerging risk is that of
equal pay claims which, if successful, will lead to increased costs of
associated back payments beyond those already identified from
October 2004.
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8.0

FURTHER EDUCATION SECTOR

Introduction

8.1

8.2

The Department of Employment and Learning is responsible for the
policy, strategic development and financing of the statutory FE sector.
There are currently 16 FE Colleges which are incorporated bodies and
which own the property and other assets they use, employ their own
staff and are responsible for all the services they require.

By August 2007, the 16 FE Colleges will merge into 6 new Colleges. The
creation of these larger and more influential colleges is just one aspect
of the future strategy for FE, “Further Education Means Business”
(February 2004), which aims to strengthen economic development,
enhance social cohesion and advance the individual's skills and
learning.

The Policy Context

8.3

8.4

8.5

8.6

The FE sector contributes significantly to the economy through the
qualifications and skills which its learners achieve. The majority of
College enrolments are for courses leading to recognised vocational
gualifications. The sector has a pivotal position in vocational education
and training: it leads the strategy to improve essential skills; it is now a
significant provider of sub-degree programmes and; it offers a wide
range of professional qualifications. It is often the sector which provides
people with a second opportunity for education. Teaching staff in
Colleges are well qualified and most are professionally validated.

The sector faces a considerable set of challenges, with over 20% of the
adult population having weaknesses in literacy and numeracy, and with
employers reporting significant skills problems, especially shortages of
technicians and associate professionals. Additionally, too many in the
workforce have poor qualifications and a significant proportion of the
unemployed have no qualifications at all. The sector also has to deal
with those who have gained few or no qualifications while at school.

The NI Economic Vision and the Department for Employment and
Learning’s Skills Strategy both emphasise that increasing skills levels
and improving participation in education and training are vital elements
in ensuring a strong local economy.

Following an extensive review of FE in NI, an FE Strategy “Further
Education Means Business” has been developed which will deliver key
elements of the Department of Employment and Learning’s Skills
Strategy and will make a significant contribution to the delivery of the NI
Economic Vision. To take the new strategy forward, FE Colleges will be
working together to plan and implement changes which will:
o0 Raise skills and qualification levels in areas that meet the needs of
the local economy;
o Ensure that curriculum provision in Colleges is focused on
economic and workforce needs;
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Provide greater support to employers, for example, in the areas of
business creation, incubation and product development;

Develop more flexible approaches to learning through the use of
technologies and through partnership with other local providers;
Improve their response to local needs including Small and Medium-
Sized Enterprises; and

Update and ensure the quality of College services in keeping with
international standards of best practice.

8.7 To ensure the effective management of the strategy, and to improve co-
ordination and collaboration across the sector, the number of individual
College management units will be reduced to six. The College mergers
are not part of the RPA in NI.

8.8 The major focus in FE now is the implementation of the FE Strategy. A
number of projects are being undertaken over a 2-3 year period to
enable implementation. These projects include the College mergers and:

(0]

(0]

An Essential Skills Programme to raise the foundation of literacy
and numeracy skills within the NI workforce;

Within a UK-wide setting, the reform of vocational qualifications with
the aim of relocating them within a simple and accessible
Framework for Achievement, which will be unitised and credit rated,;
The Vocational Enhancement Programme (VEP), a joint project
with DE, which involves the development and implementation of
collaborative models between post-primary schools and FE
Colleges as they move towards the implementation of the
Entitlement Framework as outlined in the Post Primary Review;

The development of an economically focused curriculum for all full-
time 16 to 19 year old students within FE Colleges, with greater
priority given to those vocational areas that meet local and regional
priority skills areas;

The development of proposals to maximise the potential of
information and learning technology to enhance teaching and
learning in Colleges;

Determining the role that FE colleges can play in supporting
employers in practical ways, for example, in areas such as
enhancing productivity and competitiveness, business creation,
incubation and product development; and

The development and introduction of a policy framework to permit
formal collaboration between Colleges and non-statutory providers,
in order to encourage the development of occupational skills by
those who are unemployed, socially excluded/disengaged or
otherwise reluctant to make use of conventional FE provision.

8.9 Work is well under way on these projects:

(0]

An accredited pilot of ICT as a third Essential Skill was introduced
in September 2006 and will inform the business case for the wider
implementation of ICT as a third Essential Skill;
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o The Framework for Achievement has been renamed as the
Quialifications and Credit Framework. The testing and trialling
(phase 1) with learners and unit based qualifications commenced in
September 2006 and arrangements have been made to invite
tenders for phase 2 of the programme,;

o Funding has been secured for the VEP for the 2006/07 academic
year. An analysis of the Occupational Studies component has been
completed, and, as a result, a fundamental review of the
gualification has been commissioned. The outcome will be known in
January 2007 and any changes to the VEP will be in place for the
start of the 2007/08 academic year;

o Policy proposals for an economically focused -curriculum; for
supporting economic development; and to promote access and
engagement with the non-statutory sector, have been the subject of
consultation with the FE sector. The next step is to identify the main
actions that need to be taken over the first 12 months and to build
them into an action plan. Additionally, a sector wide curriculum
working group has been established to take forward the detailed
development of a number of high level curriculum proposals;

0 An e-Learning strategy has been developed, and a programme of
work to support implementation is being agreed with a newly
formed stakeholder group, representative of the Department, the FE
sector and other bodies in NI associated with e-Learning. The main
objective of the group is to clarify and agree each organisation’s
role in the programme of work and collaboration on specific pieces
of work.

8.10 Given the challenging agenda for FE in NI it is vitally important for the
success of key initiatives that the FE sector is able to attract and retain
well qualified and highly skilled lecturers with the flexibility needed to
work with industry. Demographic change in NI is not expected to have a
significant impact on overall FE College enrolments or staff numbers.
While demographic changes may mean that the number of enrolments
of 16-19 year olds could potentially drop, the need for provision for
mature students needing to re-train and update their skills is likely to
expand considerably. With fewer school leavers entering the workforce,
there will be a greater need for the re-training of those within the existing
workforce and an increased demand for employees with the flexibility to
update their skills. At present, mature students (those aged 25 and over)
provide the majority of overall vocational enrolments in FE Colleges.

PSA Targets

8.11 The aim of the Department of Employment and Learning is “To promote
learning, to prepare people for work and to support the economy”.
Consistent with this aim, the Department’'s PSA targets reflect a strong
focus on improving the skills of the present and future workforce in line
with the needs of the NI economy. These targets are:

o To increase the percentage of working age people qualified at Level
2 or above from 63% in summer 2003 to 68% in spring 2007;
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o To increase the percentage of working age people qualified at Level
3 or above from 45% in summer 2003 to 47% in spring 2007;

o By 2007, 18,500 people will have achieved a recognised
qualification in Essential Skills compared to 100 in March 2003;

o By 2008, make progress, year on year, towards fair access to
higher education; and

o Over the three years to 2008, to contribute to combating poverty
and taking account of the economic cycle, demonstrate progress on
increasing NI's employment rate.

8.12 These targets are all on track for achievement:

o By Winter 2005/06, 65% of the working age population in NI were
gualified at Level 2 or above;

o By Winter 2005/06, 46% of the working age population in NI were
gualified at Level 3 or above;

0 A total of 12,245 recognised qualifications in Essential Skills have
been achieved up to 31 March 2006;

o In 2005/06 the representation of people from the lowest socio-
economic classifications (SEC 5 to 7) among entrants to higher
education was 26.1%. This compares with 25.5% in 2004/05; and

o During 2005/06, the Department the helped 6,493 people into work.
This figure excludes those Jobskills trainees who progressed into
employment from training.

Further Education Workforce

8.13 There are just under 7,300 staff employed in the FE sector in NI. More
than two thirds of these (some 5,200) are teaching staff, less than 5%
(some 250) are management staff and the remainder are technical
support, administrative or ancillary.

8.14 Women are well represented in the FE sector. The majority of teaching
staff (nearly three fifths) are women, as are almost half of management
staff. There is a preponderance of women in administrative (87%) and
ancillary (63%) positions.

8.15 The majority of teaching staff (three fifths) are part-time, whereas
management positions are almost exclusively full-time.

Teaching Staff

8.16 There are just over 5,200 lecturers employed in the 16 FE Colleges in
NI. Around 2,200 of these are permanent full-time and part-time
lecturers. The remaining 3,000 are part-time “hourly paid” lecturers on
short-term contracts.

8.17 70% of lecturers have teacher training qualifications, with full-time staff
more likely to have such qualifications than part-time staff. It has been a
contractual requirement since 1994 for FE lecturers newly appointed to
permanent posts, who do not already hold a B.Ed. or PGCE, to obtain
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within three years of appointment, a specific FE teacher training
gualification at NQF Level 5 from the University of Ulster.

8.18 Staffing numbers are determined by Colleges having regard to student
enrolments and the range and level of course provision.

Non-teaching Staff

8.19 There are 2,075 full-time and part-time non-teaching staff employed in
FE Colleges. These include managers, administrative staff, technical
support staff and ancillary staff such as caretakers, cleaners, catering
staff, drivers, and classroom assistants.

Recruitment and Retention

8.20 Information on job vacancies for FE lecturers is not collected in NI.
Whilst there is no evidence of any general shortage of lecturers,
Colleges have reported that they have had significant difficulties over the
last number of years filling vacant posts in areas such as plumbing,
hairdressing, counselling, brick work, wood occupations and motor
vehicle maintenance.

8.21 One of the main forthcoming impacts on staffing levels within Colleges is
the impending College mergers due to take place from August 2007. It is
anticipated that the recruitment and retention of staff over the incoming
year may be more difficult than usual in the run-up to the merger,
although the picture will not be clear until later in the year.

8.22 In recent years, Colleges have been less willing to commit to full-time
and permanent staff and the number of part-time staff has increased in
Colleges as a proportion of their total establishment. In 2002/03 part-
time lecturers represented 63.62% of the overall total of lecturers and, in
2003/04, the corresponding figure was 64.30%. While the percentage for
part-time lecturers dipped to 58.35% in 2004/05, when a new
Management Information System was introduced in Colleges, it is
believed that the underlying trend is for increased employment of part-
time lecturers at the expense of full-time lecturers, and that this will be
supported by the statistics for 2006/07 when they become available.

8.23 In terms of retention, in 2004/05, (the most recent year for which
information is available), 2.46% of lecturers left permanent teaching
posts and a further 2.19% of lecturers retired.

Workforce Planning

8.24 Each College submits a College Development Plan to the Department of
Employment and Learning outlining its plan for the College over the
following three-year period.

8.25 College staffing policy is based on the need to continually redistribute
resources from areas of declining student demand to those where
demand is buoyant. This policy objective is achieved by a combination of
compulsory redundancies, where justified, and recruitment based on a
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sound business case. In addition, some Colleges are undertaking
comprehensive staff audits (some as a part of a due diligence process)
to match curriculum and key development needs with existing capacity,
in order to match deficits as well as identify unused capacity. This is
particularly useful for informing staff development and training.

8.26 Staff absenteeism is monitored by Colleges on a monthly basis, and is
managed within the Colleges’ policy framework. The FE sector agreed a
common Sickness Absence policy for all staff which was implemented
from January 2006. In 2004/05 (the latest year for which information is
available) lecturers had an average of 9 days’ sickness absence. Since
2004 the management of staff attendance, including the reduction of
staff sickness absences, has been a priority performance objective
prescribed by the Department of Employment and Learning for College
Principals under the Principals’ performance related pay scheme.

Pay and Pay Determination

8.27 Across the UK there are no standard pay levels for FE lecturers and it is
a matter for individual FE Colleges to determine pay rates. In NI the
main pay scale for FE lecturers is longer and the top pay point
achievable is lower than those which apply in Wales, where FE lecturers
have pay parity with schoolteachers and where an advanced teaching
scale has been introduced in the FE sector. Similar differentials apply
when NI is compared to the “benchmark” pay rates in England, where
the Association of Colleges (AoC) in 2004 made recommendations to
modernise FE lecturers’ pay involving the shortening of the main scale
and introducing an advanced teaching grade. NI FE lecturers’ have a
higher level of pay in comparison with Scotland where there are no
advanced teaching scales and pay scales tend to be long. On the other
hand, unlike NI, there is currently no requirement in Scotland for FE
lecturers to have professional teacher training qualifications. The table
below shows the top pay point achievable by FE lecturers in the four
countries of the UK in 2005/06:

Table 25: Top pay point achievable by FE lecturers
NI (1) Wales (2) England (3) Scotland (4)

(AoC recommended)
£31,703 £32,628 £35,534 £29,896

1. Threshold point

2. Maximum point of Upper Pay Spine

3. Maximum point of Advanced Teaching & Training grade

4. Sector average at top of scale. Supplied by Educational Institute of Scotland

Teaching Staff

8.28 In NI the pay and conditions of staff are a matter for determination by
Governing Bodies of FE Colleges, which discharge this responsibility
through collective bargaining arrangements. The pay of FE lecturers is
negotiated locally through the Lecturers’ Negotiating Committee which is
made up of representatives of College management and the teaching
unions. While the Department is not represented on any of the
negotiating committees, it has the power to influence pay agreements.
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The pay of Principals and Vice-Principals is subject to the approval of
the Department and since 2004/05 it has exercised its statutory right to
assume an approval role for pay settlements for other staff in the FE
sector, to ensure compliance with the public sector pay policy.

8.29 Pay settlements for FE lecturers have kept pace with schoolteachers in
NI until recently, including in 2001 with the introduction of threshold
payments for those lecturers at the top of their scales who meet certain
performance-based criteria. However, differentials in pay between FE
lecturers and schoolteachers have now widened through the introduction
of the Upper Pay Scale for schoolteachers, which allows progression to
two further salary points beyond the threshold point.

8.30 In early 2006 FE staff and management developed proposals for pay
parity for FE lecturers with schoolteachers in NI that would entail
shortening the lecturers’ main scale, as well as the introduction of an
advanced teaching scale. These proposals, which would affect some
2,200 of the lecturers, have implications for affordability and the public
sector pay policy and have not yet been implemented. FE Lecturers in NI
are taking industrial action over their claim for pay parity with
schoolteachers, with a series of one-day strikes and a refusal to
cooperate with the planning for the merger of FE Colleges in August
2007.

Non-teaching staff

8.31 As in schools, under historic arrangements, non-teaching staff in FE
Colleges are employed on NJC terms and conditions of service. As
such, they are contractually entitled to the benefit of any national pay
agreements. FE Colleges in NI are not represented in NJC negotiations.

Pay and Budgets

8.32 The pay of FE lecturers in NI is locally agreed and has no links with
national pay bodies. From 2004/05 pay awards for lecturers have
complied with the ISP limits imposed by the public sector pay policy.

8.33 A significant, but not disproportionate, proportion of further education
expenditure is dedicated to meeting staff costs. This is illustrated by the
tables which follow. This data is published annually by the Department of
Employment and Learning (Payroll costs are for both teaching and non-
teaching staff).

Table 26: Payroll Costs: Total Income

Year 2004/05 * 2003/04 2002/03 2001/02
Payroll Costs £128,889k £119,939k £118,094k £112,982k
Income £220,700k* £209,405k £196,560k £178,442k
As a % of | 58.4%* 57.28% 60.08% 63.31%
income

*This is the draft position in 2004/05
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8.34 Pay expenditure as a percentage of income decreased in 2003/04 to its

lowest level since incorporation in 1998.

Table 27: Pay Expenditure: Total Expenditure

Year 2004/05 * 2003/04 2002/03 2001/02
Payroll Costs £128,889k* £119,939k £118,094k £112,982k
Expenditure £214,565k* £199,928k £192,957k £179,717k
Payroll  Costs

as a % of total | 60.07%* 59.99% 61.20% 62.86%

expenditure

*This is the draft position in 2004/05.

Non-Pay Rewards
8.35 The non-pay rewards for the FE sector are the same as for the schools

sector but would not include job security. They include:

o Afinal salary pension scheme;

o O O0Oo

half pay.

Risks

Pay Controls and Budgets

Part-time working arrangements;

Convenient location;

Competitive leave entitlement; and

Sick pay for those who fall ill — six months full pay and six months

8.36 The incorporated FE Colleges in NI have fully delegated budgets and the
Department of Employment and Learning has no direct control over
lecturer manpower. The Department can, however, influence lecturer
remuneration through its statutory approval role. As 75% of the FE
sector’'s payroll costs are in respect of lecturing staff the Department
exerts considerable influence over the pay bills which it funds.

8.37 The Department of Employment and Learning’s approval role in relation
to Directors’ and lecturers’ pay has caused tension between the
Department and the incorporated Colleges. Governing Bodies see the
Department’s role as undermining their statutory powers to determine
the pay of their staff. This approval role can also force the Department
into a front line role in pay disputes when resolution of such disputes
should be the primary responsibility of the College employers.
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9.0 Progress on Recommendations from the 2005/06 Pa y and Workforce

Strategy

Introduction

9.1

9.2

In this section progress towards the recommendations included in the
2005/06 Pay and Workforce Strategy is set out. In some areas there
has been significant progress whereas others still need to be taken
forward. This section will help to inform the conclusions and
recommendations for this PWP.

Each of the recommendations in the 2005/06 PWS are reproduced
below with an outline of progress under each staff group as relevant.

Recommendation 1 :

Workforce planners will need to fully understand th e potential staff
impacts of the RPA and will need to fully factor in the impact of RPA into
future workforce plans.

Education (Schools) Services

9.3

9.4

9.5

The changes announced under RPA will see the largest scale
restructuring of education for decades. It is envisaged that the new
ESA will employ approximately 50,000 staff (including teachers) and
based on this assumption will manage a budget of approximately £1.6
billion.

ESA will carry out the functions currently carried out by the five ELBS,
as well as a number of other organisations currently funded by
Government.

It is recognised within DE that the key benefit of this restructuring is to
provide more effective administrative support for those delivering
education services, while releasing more funding for front line
education services. Implementation of the RPA changes within DE is
being taken forward by a Programme Management Board to ensure
that these key benefits are realised.

NI Civil Service

9.6

As part of the preparation for the implementation of RPA all
departments were asked to fully assess the potential staff impacts of
RPA and factor this into future workforce plans. The Review
commenced in June 2002 under the auspices of the NI Executive
reaching a conclusion in March 2006 (paragraphs 6.14 -6.19 and 6.37).

Health & Personal Social Services

9.7

The HPSS is undergoing very substantial modernisation in addition to
the structural reforms flowing from the RPA. These reforms will impact
on the way in which care is delivered. They seek to align service
provision more closely with patient needs and will involve significant
development of multi-professional team working and flexibility around
the timing and availability of service provision for the patient/client. At
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this stage the plans for service development are not sufficiently
progressed to enable estimation of the workforce implications. This is
being kept under review and will be incorporated in up-dates of the
workforce plans once the necessary information is available
(paragraphs 7.6 — 7.14).

Recommendation 2 :
Departments should ensure that they use negotiation structures that
deliver outcomes that are fully aligned to Governme nt Pay Policy.

Education (Schools) Services

9.8 DE will ensure that the new ESA will have the appropriate structures in
place to ensure compliance with the Government’s Pay Policy. It
should be remembered, however, that teachers pay in NI follows the
PRB recommendations and NI formal participation is under
consideration. In addition, the majority of non-teaching staff employed
in the ELB and DE’s other NDPBs have contractual entitlements to the
NJC rates of pay.

NI Civil Service

9.9 The Government’'s Pay Policy and associated pay remits approval
process generally applies to all NICS departments (paragraphs 6.52 -
6.65).

Non-Industrial Staff

9.10 The pay process commences with the Trade Union submitting a pay
claim each year. This is costed by Management Side, which in turn
seeks approval to a pay remit from Ministers (and during suspension
HMT) within which to undertake the annual pay negotiations. The
determination of the pay remit takes into account issues such as
Government pay policy, rate of inflation and affordability.

Industrial Staff

9.11 In previous years, and with the agreement of HMT, pay negotiations for
industrial staff have been delegated to individual NICS Departments.
The overall NICS remit figure is approved by HMT and imposed by
DFP as a ceiling to those negotiations.

Senior Civil Service Staff

9.12 In view of the wider market at senior levels, the NICS mirrors the HCS
in relation to the pay of the SCS. The NICS therefore applies the
recommendations of the SSRB, taking account of any supplementary
guidance from Cabinet Office.
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Health & Personal Social Services

9.13

9.14

9.15

DHSSPS has patrticipated along with the other UK Health Departments
in negotiations to modernise the HPSS/NHS pay system through AfC.
Project management principles have been used to oversee
implementation of the new pay system, which has been taken forward
in close partnership between the Management and TUSs. |Its
implementation went live in December 2004.

AfC allows for local recruitment / retention premia (up to 30% in salary).
DHSSPS would propose to ensure that the use of recruitment and
retention premia by local employers is carefully regulated to avoid pay
inflation. A framework for determining the need and regulation for a
local recruitment and retention premium is being developed. This will
focus on presenting evidence of need and justification which will be
considered for approval by DHSSPS and DFP.

More detailed information on pay determination in the Health sector is
provided in paragraphs 7.59 — 7.77.

Recommendation 3 :

Those responsible for pay planning and negotiation, in each of the three
sectors, should consider investigating the pension cost implications of
past and future pay settlements.

Education (Schools) Services

9.16

9.17

9.18

The Government Actuary’s Department (GAD) assesses the pension
implications of teacher pay awards on an annual basis using forecast
pay awards supplied by HMT. The liabilities are aggregated across
active, deferred and pensioner members. The GAD has advised that
annual pay awards predominantly affect the liability for active
members, with a small or negligible effect on deferred members. It has
also advised that as a rough rule of thumb every 1% pay increase in
this area will increase the pension liability by £30m.

The application of Financial Reporting Standard (FRS 17) will have an
impact on pension liabilities for other areas within the education sector
from 2006/07. Previously, employing authorities, which includes the
department’s ELBs, other NDPB and Voluntary Grammar and Grant
Maintained Integrated Schools, have taken advantage of multi-
employer provisions within FRS 17 and accounted for pension costs in
line with the employer contributions paid.

From 2006/07 FRS 17 requires employing authorities participating in
defined benefit pension schemes to account for their share of assets
and liabilities in the scheme. NI Local Government Officers’
Superannuation Committee (NILGOSC), with the aid of the GAD, will
be in a position to allocate the share of the fund between its employing
authorities.
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9.19 In light of this changing accounting treatment, it will be essential for DE
to investigate the impact of future pay settlements on the pension cost
implications, including the accrued liabilities, for education sector
employees affected by this change.

NI Civil Service
9.20 Central Personnel Group (CPG) will liaise with GAD in considering the
pension implications of past and future pay settlements.

Health & Personal Social Services

9.21 Health workers in the public sector enjoy a number of rewards and
benefits over and above their pay levels, including a final salary
pension scheme. It is still the intention to promote non-pay benefits on
recruitment and retention activities in the future.

9.22 While DHSSPS has participated along with the other UK Health
Departments in negotiations to modernise the HPSS/NHS pay system
through AfC, there has been no consideration of pension cost
implications to date. Therefore, no progress has been made on this
recommendation since the 2005-06 PWS.

Recommendation 4 :
DE should seek to improve or establish data in rela  tion to, for example,
teacher vacancies, ratio of applicants per teaching post and PARs.

9.23 In order to provide better information on teacher vacancies, DE will
shortly commission an annual snapshot survey of teacher vacancies in
NI. DFES already carries out an annual snapshot survey, and DE
hopes that this survey will enable it to identify trends and subject
shortages. The survey, which will commence in the autumn of 2006 will
cover all schools and provide information on the actual number of
vacancies in schools at a point in time, where the vacancies are, and
for secondary schools, in which subjects the vacancies arise. PARS,
while available on request, have not routinely been produced in the
past due to concerns about the quality of data on non-teaching staff
supplied to DE from the ELBs.

Recommendation 5 :
The RPA presents DE with an opportunity to improve and establish
workforce data on non-teaching staff.

9.24 A new HR system is currently being rolled out across all five ELBs
which should improve the quality of data on non-teaching staff and
management information in the education sector. The system should
be fully operational within the five Boards by March 2008 and will be
incorporated into the new ESA.

9.25 In addition it was noted that the use of the most recent PTR data acts

to increase the forecast future teaching demand since the PTR has
been falling for a decade or more. With a lack of vacancy and
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applications data concern was also raised in relation to the extent of
the possible untapped stock of potential teachers who have trained but
do not appear to employed in teaching in NI — and what implications
this might have for the number of teacher training places.

Recommendation 6 :
DE should investigate the extent of the untapped re  serve of teachers.

9.26 The reviews outlined above, together with new information on teaching
vacancies should improve the decision making process in relation to
the determination of future intakes to teacher training.

Recommendation 7 :
DE should review the appropriateness using the most recent PTR within
the TDM.

9.27 An internal review is currently underway in relation to the TDM. This
review will cover the data inputs to the model (eg teaching stock,
inflows and outflows). However, it will take some time to complete. It is
also envisaged that a second review, which will involve close liaison
with policy colleagues within DE, may be required to examine the
appropriateness of the assumptions used in the model, including the
use of a constant (current) PTR.

Recommendation 8:
The 2006-07 PWS should more fully consider pay and  workforce issues
in the SCS.

9.28 A separate section covering pay determination processes for the SCS
staff has now been included (paragraph 6.61- 6.65).

Recommendation 9:
DHSSPS should use the opportunity presented by the RPA to rationalise
its administrative base.

9.29 As reported in the PWS 2005-2006, the Independent Review of Health
noted that the numbers of administrative and clerical staff per head of
population are higher in NI than England. It has also been noted that
the proportion they make up of the total health and social services is
higher in NI than England.

9.30 The RPA will bring about substantial structural re-organisation and the
reduction by 13 trusts and replacement of the 4 boards by a regional
authority will in itself offer significant opportunity to streamline the
staffing arrangements. It is estimated that there will be a reduction of
between 500 and 800 jobs under this reorganisation and most of these
jobs will be in the administrative field.
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Recommendation 10 :

DHSSPS should establish a steering group to monitor productivity and
ensure that agreed outcomes are actually delivered.

9.31

9.32

9.33

A Productivity Working Group was convened in December 2005 with
membership drawn from DHSSPS, HPSS employers and DFP. Its
remit was to explore the findings of the Appleby Review, i.e.,
productivity levels in NI are significantly lower than in England, analyse
the supporting statistics from England and NI, identify where significant
differences in performance levels exist, identify the gains to be
delivered through the recent pay reforms and to make
recommendations as to how productivity in NI can be improved and
maintained.

The group has now completed the preliminary investigation of
comparative levels of productivity in NI and England for administration
and clerical staff and has identified a range of areas where
improvement could be achieved. The group has proposed a
programme of work to take forward productivity monitoring of a range
of workforce issues in all trusts across NI. The group has yet to look at
productivity of professional staff (e.g. doctors, nurses, GPs, etc.)

The workforce productivity monitoring measures will be further refined
as the monitoring activity develops. It is proposed that productivity both
across NI and in comparison with England are measured over time to
establish comparative levels of progress. It is planned that these
monitoring mechanisms will be put in place in 2007.
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10.0 CONCLUSIONS AND RECOMMENDATIONS

Conclusions

General
10.1

10.2

10.3

The NI public sector does not generally face significant recruitment
and retention problems. Furthermore, the evidence suggests that
public sector pay levels are significantly higher than the private
sector within the region.

With the likely tight fiscal context over the CSR period it is crucial
that public sector pay levels are constrained to ensure that the local
public sector can continue to deliver the level of services required to
best serve the local population.

The RPA is likely to continue to present significant workforce
planning challenges for each of the four sectors covered in this
PWP. Furthermore, the CSR will affect pay and workforce growth
for all public sector staff groups in the region. There will
undoubtedly be a requirement for significant change management
programmes to migrate staff into the new structures, achieve the
envisaged efficiencies and maximise value for money.

Education (Schools) Services

10.4

10.5

10.6

There is no evidence that the education sector in NI face
appreciable recruitment and retention problems, although there is
emerging evidence of problems in certain subjects in post primary
schools. Teacher training continues to attract significant numbers of
well qualified applicants. On the non-teaching side the data
available is relatively poor. However, there appear to be no major
difficulties recruiting and retaining suitable staff.

The staffing implications of falling rolls require careful attention.
While the delegation of staff decisions to individual schools limits
the influence of DE, the department can directly influence intakes to
teacher training. With a long term trend of falling PTR DE should
review the practice of using the most recent PTR in forecasting
training places.

Pay settlements for teachers in NI have in the past broadly mirrored
the arrangements in England and Wales, with some minor
adjustments to reflect local circumstances. The present
arrangement does not allow for NI specific evidence to influence the
Teachers PRB recommendations. However, the process of NI
teachers formally joining the national PRB is complicated by the
need for legislation. Therefore, while work is underway to explore
local teachers being incorporated into the national PRB framework
this is unlikely to happen before 2009/10.
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10.7

The vast majority of non-teaching staff in the education sector are
employed on NJC terms and conditions of service and are therefore
contractually entitled to the national pay settlement that relates to
the employment group within which they are located. Breaking the
link to the national settlement would be extremely difficult and
costly. A new NJC pay settlement is expected for April 2007.

NI Civil Service

10.8

10.9

10.10

Health
10.11

10.12

The NICS does not face significant recruitment and retention
problems, except for a few specialist areas. Workforce numbers in
the NI Civil Service is forecast to fall as a result of the
implementation of the efficiency programme and the Review of
Public Administration. Workforce planning in the short to medium
term will therefore centre on managing this process as well as
making sustained improvements in the level of absenteeism.

NICS pay growth is now subject to DFP Ministerial approval.
However, a three year pay deal worth 12% covering the years
2006-07 to 2008-09 has been agreed with the local trade union
side. The evidence suggests that a significant pay premium over
the private sector remains for NICS staff outside of the lower
grades. However, for some of the lowest paid NICS staff the NMW
has now become an influential factor in pay determination and pay
growth.

Progress has been made in terms of SCS staff formally being
incorporated into the SSRB. However, the process involved in
bringing Senior Civil Servants into the national PRB process is
complex and may require changes to legislation. Therefore, SCS
incorporation can only be taken forward when a number of
outstanding issues related to process and authority have been
resolved.

There has been significant expansion in the HPSS workforce in the
past decade. The increases in pre registration student places that
occurred from 2000-2003 are only now being observed, with a
recent increase in the supply of trained nurses. The upward trend in
long-term vacancies has been halted and there is early evidence
that staff shortages are easing, particularly in nursing and the allied
health professions. The Independent Review of Health suggested
that this might be due to improved retention strategies at employer
level and to an increase in the number of newly qualified staff
entering the employment market.

The most recent workforce reviews for health professionals
highlighted that shortfalls in staffing may occur in future years. A
primary concern is therefore to ensure that the appropriate numbers
of professionals are being trained to meet service needs. Since
regional workforce planning commenced the numbers of nurses
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10.13

10.14

10.15

and Allied Health Professionals in training has steadily increased in
line with service demand. The latest nursing midwifery and health
visiting review indicated movement towards a steady state over the
next 5 years. Although research indicates a continuing reliance on
the number of internationally recruited nurses in the service in the
short to medium term this is projected to ease gradually.

The changes proposed within the RPA and the Appleby Review
should provide an opportunity for the health sector to rationalise its
administration, become more efficient overall and release additional
funding for frontline services.

Modernisation of the workforce in its processes, practices and
development of clinical roles is essential to improve service delivery
in the context of increasing demand for health services. However, a
great deal more work needs to be done to develop benchmark
information for the deployment and productivity of the HPSS
workforce. If the gap between demand and the HPSS ability to
deliver is not to widen substantially there is a need to continue to
improve productivity.

Almost all staff within the HPSS sector in NI follow similar pay
scales to those applied in GB. Engagement both at official and
ministerial level has taken place to progress the formal
incorporation of NI staff groupings into the PRB framework. Both
the Review Body on Doctors’ and Dentists’ Remuneration and the
Review Body for Nursing and Other Health Professions are on
schedule to report on the NI staff groupings in 2008-09.

Further Education Lecturers

10.16

10.17

There is no evidence of any general recruitment or retention
problems within the FE Sector in NI. However, there do appear
to be some difficulties in recruiting staff in a few specialised areas.

FE College lecturers pay is negotiated locally, subject to the
constraints imposed by the Government’s pay policy. Pay levels
have traditionally followed closely that of schoolteachers. However,
in recent years pay between the two staff groups has diverged with
schoolteachers receiving greater pay increases. This has resulted
in a series of one-day strikes carried out by college lecturers.

Recommendations

General
10.18

Some significant progress towards the recommendations included
in the 2005/06 PWS has been made. However, progress towards
some of the recommendations in the 2005/06 PWS has been
lacking. The recommendations below therefore reflect the need for
further progress on some of the 2005/06 PWS recommendations.
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Recommendation 1:
Workforce planners need to continue to assess the potential staff impacts of
the RPA and will need to fully factor this into future workforce plans.

Recommendation 2:

Departments should continue to seek to ensure that they use negotiation
structures that deliver outcomes that are fully aligned to Government Pay
Policy.

Recommendation 3:

Departments should monitor closely the impact of pay growth on their budgets
in the context of a tight public expenditure constraint likely to be imposed over
the CSR period.

Education (Schools) Services

Recommendation 4:

DE should continue to improve HR systems to establish workforce data on
non-teaching staff.

Recommendation 5:

DE should report further on progress relating to establishing data in relation to
for example teacher vacancies, ratio of applicants per teaching post and
PARs.

Recommendation 6:
In the context of falling pupil numbers DE should seek to improve the analysis
of teacher demand and report on the latest review of the TDM.

NI Civil Service

Recommendation 7:

CPG should report on progress on estimating the pension cost implications of
past and future pay settlements for the NICS.

Recommendation 8:
Further progress on the SCS joining the national PRB should be achieved.

Health

Recommendation 9:

DHSSPS should seek to estimate the pension cost implications of past and
future pay settlements for the health sector.

Recommendation 10:
DHSSPS should continue to monitor productivity and ensure that this work
covers all health staff groups within the local health sector.

Recommendation 11:

DHSSPS should consider further how productivity improvements can be
achieved for all staff groups within the health sector. The department should
report on progress in the next PWP.
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Further Education Sector

Recommendation 12:
The Department of Employment and Learning should seek to estimate the
pension cost implications of past and future pay settlements for the further

education sector.
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ANNEX A: PUBLIC SERVICES FORUM: PAY AND REWARD PRIN CIPLES

Al

A.2

A3

A4

A5

A.6

The Government and trade unions are committed to pay and workforce
modernisation to deliver high quality and efficient public services,
improve working lives and enhance the experience of users and local
communities. Core elements of this modernisation agenda include a
fair and equitable employment and reward package and flexible
employment and working practices, underpinned by collective
bargaining and supported by the close involvement of the workforce
and trade unions.

The following framework sets out the key principles and parameters
within which all public service pay and rewards systems should be
developed with the workforce and trade unions. The principles, which
focus on support for high quality jobs and a commitment to equal pay
for work of equal value, will be widely communicated across public
services and should form the basis of all PRB and collective bargaining
remits.

Delivering public service improvement requires a productive workforce
with the right skills in place. Investing in skills and development across
the workforce will support the drive to improve services. The
employment and reward package should be sufficient to recruit, retain
and motivate this workforce. To achieve this, employers, working with
trade unions, should articulate and promote all the benefits on offer as
part of the employment and reward package. The reward strategy
should be monitored, evaluated and kept up to date to ensure that it
continues to meet high standards of fairness and be fit for purpose.

It is unacceptable for women to be paid less than their male
counterparts for work of equal value. All employers should be taking
steps to ensure that they are complying with legislation on equal pay
and where necessary have in place action plans to close any
unjustifiable pay gaps. In order to achieve this, equal pay audits should
be undertaken and where there is evidence of inequality in pay and
conditions of employment, action should be taken to eliminate
discrimination.

Public service pensions are a key benefit of public service employment
and should be celebrated as such. Changes in demographics,
employment patterns, and the legal and regulatory framework require
public service pension schemes to be modernised. Underlining the
importance of a diverse workforce, there is scope to address how to
develop flexible retirement options to meet the needs and aspirations
of older workers and to make the most of their experience and
expertise.

Where in place national bargaining should be retained, with sufficient
flexibility to allow response to local issues. In the civil service, the
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A7

A.8

coherence agenda will improve the operation of pay and conditions
arrangements within an overarching delegated framework.

As part of a pay and reward package, provision for systems of pay
incentives may be considered, taking account of potential advantages
and disadvantages, and the development of alternative pay systems to
achieve the same aims of service quality. In such cases, principles of
equality, transparency and trade union involvement must be adopted
and monitored consistent with the need to minimise bureaucracy,
throughout the design and implementation of all pay systems.

Against the background of the above principles, unions and employers
need to commit to responding constructively and speedily to proposals
to increase workplace flexibility, leading to improved public services
and better working lives.
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ANNEX B — DE PSATARGETS 1 & 2

B.1

B.2

To promote improvement in educational attainment so that:

(0]

By 2008, 80 per cent of primary pupils will achieve level 4 or above
in Key Stage 2 in English and 83 per cent in Maths (compared to
76% English and 78% Maths in 2002-03);

By 2008, 63 per cent of year 12 pupils will obtain 5 or more GCSEs
(or equivalent) at grades A* to C (compared to 59% in 2002-03);
and

By 2008, 60 per cent of year 14 pupils will achieve 3+ A levels at
grades A to C (or equivalent) (compared to 56% in 2002-03).

To reduce differentials in educational attainment so that:

(0]

By 2008, 70 per cent of pupils in the most disadvantaged primary
schools will achieve level 4 or above in Key Stage 2 in English and
in Maths (compared to 63% English and 67% Maths in 2002/03);

By 2008, 83 per cent of year 12 pupils in secondary schools will
obtain 5 or more GCSEs at grades A* to G (or equivalent)
compared to 80% in 2002-03; and

By 2008, 94 per cent of year 12 pupils in the most disadvantaged
post-primary schools will gain 1 or more GCSEs at A* to G (or
equivalent) compared to 89% in 2002-03.
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ANNEX C - HPSS STAFF RECRUITMENT & RETENTION

Midwifery & Health Visiting Staff

Cl

At September 2005 there were 632 vacancies in the Nursing, Midwifery
and Health Visiting workforce, 162 of these were vacant for 3 months
or longer. The 3 month vacancy rate at September 2005 was 0.8%
compared to 5% in September 2002 and 3.8% in March 2001. There
are significant variations between nursing disciplines with Learning
Disability having a vacancy rate more than twice that of the total for
nursing. In addition, there are significant variations between HSS
Trusts with the Mater Hospital Trust having a vacancy rate
considerably higher than the average.

Student Nurses

C.2

C.3

There are currently no shortages with regard to persons wishing to
enter the profession as student nurses, with the ratio of applicants to
available places standing at 2.8:1. There are however, particular
difficulties in recruiting students to the Mental Heath and Learning
Disabilities streams — in response the Department has, within its overall
commissioned numbers, increased the proportion of student places in
these two streams.

There is estimated to be an average attrition rate of 8.8% for nursing
students per intake, the lowest in the UK. In addition approximately
10% do not enter the HPSS sector in NI upon graduating. Together this
implies a conversion rate of 82% from training places to posts filled.

Qualified Nurses

c4

C.5

Efforts have also been made to encourage nurses who have left the
service to return to work. This includes provision of refresher training
together with financial support during training. This has resulted in
approximately 350 people returning to the service as part of this
initiative since its commencement in 1998 with a further 120 expected
over the period 2004-2006. There is evidence however that this
reservoir of qualified nurses is drying up as the response to campaigns
to rejoin falls off.

In terms of international recruitment there has been a very significant
intake of qualified nurses. There are approximately 860 working in the
HPSS sector, mostly from the Philippines or India. They have become
an essential part of the workforce and are making a valued contribution
to providing high quality care to the population. They make up
approximately 5.5% of the qualified nursing workforce compared to
7.8% in England. It is estimated that a similar number work in the
private health care sector in N. Ireland. The Department has published
guidance on ethical recruitment for HPSS employers. Some
commentators are predicting that there will be increased competition
from other countries for nurses from the Philippines and India, the
countries from which most of our overseas nurses come from. To date

93



these trends have not impacted on the HPSS recruitment drive but the
situation will be kept under regular review.

Medical & Dental

C.6

From 1996 to 2005 the numbers of staff in medical and dental terms
and conditions group grew by 28%, however similar rises in numbers of
other staff has meant that the group continues to account for 6% of the
HPSS labour force. Overall at September 2005 there were 105
vacancies in the Medical and Dental workforce — a headcount vacancy
rate of 3.1%.

General Practitioners

C.7

C.8

Although GPs are not HPSS employees — they are contracted service
providers — they represent the largest grouping of medical staff. In
addition to the 1,120 GP Principals and registrars, there are
approximately a further 160-180 registered GPs in NI currently working
on a seasonal or locum basis.

Currently there is not a general shortage of GPs in the health service
although there are some incipient difficulties as evidenced by a
shortage of locums in certain areas. This is being addressed through
the provision of more GP Registrar training places.

Consultants

C.9

C.10

It is proving increasingly difficult to ensure the supply of a sufficient
numbers of consultants, due to increases in the commitments
associated with the position (a side effect of the reduction in junior
doctors hours) which is general across the UK and specific problems
relating to poor infrastructure in some trusts in NI (e.g. smaller sites).
The 2002 Review of the Medical Workforce found that, whereas posts
elsewhere in the UK are attractive to NI doctors, corresponding posts
here are generally not attractive to doctors from other parts of the UK.
The review also noted that one of the underlying problems is the lack of
differentiation in the duties consultants are expected to perform
irrespective of age or experience: nowadays, specialisation is very
much part of a doctor’s career development.

The 3 month vacancy rate for consultants at September 2005 was 7%.
Trusts outside Belfast experienced a higher level of vacancy and some
disciplines such as radiology and laboratory medicine have particularly
high rates. There is likely to be an upturn in the recruitment of doctors
from Central Europe to meet the shortfall in recruitment

Dental Staff

C.11

Although data on the General Dental Service workforce is limited, a
survey of dental practitioners concluded that there is currently a
shortage of Dentists in some areas which is likely to worsen over the
coming years. The current shortage is linked to the changing gender
mix and work life balance. Another factor is the perceived low return
on Health Service contract rates — reflected in the House of Commons
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Health Committee’s ‘Access to NHS Dentistry Report’ that found that
many of the NHS’s dental service problems were the result of a flawed
remuneration system driving dentists out of the NHS. NI has not
experienced to the same extent the access problems that have
occurred in the rest of the United Kingdom.

Social Services

C.12

C.13

From 1996 to 2005 the social services workforce, on a WTE basis,
expanded by 29%. Females account for in excess of 80% of the
workforce and in turn nearly 30% of the female staff work part-time.
Overall at September 2005 there were 185 vacancies in the Social
Services workforce — a headcount vacancy rate of 3.5%.

The Review of the Social Services workforce reported that there were
significant problems with recruitment and retention in the social
services sector in NI with vacancy rates broadly similar to those in
Great Britain. Although there are fewer problems in terms of
recruitment in urban areas there are also higher turnover rates. A
significant amount of turnover appears to involve transfers within the
sector although this was not quantified. There are a number of reasons
put forward for recruitment/retention problems including insufficient
financial support during training, perceived poor esteem for social work
and limited opportunity for career development as well as general
terms and conditions

Pharmacists

C.14

The 2001 workforce review pointed to a 12% vacancy rate among
pharmacists working in the hospital sector. A supplement had to be
introduced in 2001 to counter the retention difficulties. The situation
has somewhat stabilised - the latest survey shows a vacancy rate of
approximately 4%.

Administrative & Clerical

C.15

C.16

From 1996 to 2005 the Administrative and Clerical workforce expanded
by nearly 26% to around 11,400 WTE Staff. Overall at September 2005
there were 400 vacancies in the Administrative and Clerical workforce
— a headcount vacancy rate of 3.1%.

Recruitment and retention into clerical grades has not proved yet to be
an issue although DHSSPS report that anecdotal evidence would
suggest that the stronger economy and increased competition from
multinational stores is bidding up wage rates for administrative and
non-professional staff. Recruitment of technical grades has however,
been affected by the increased number of employers bidding for
specialised services and this has led to an increase in vacancy rates in
this area.
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ANNEX D — DHSSPS WORKFORCE PLANS

D.1

The Department has established on-going workforce planning as a
means of maintaining focus on the supply and demand of appropriately
trained staff to meet service needs. The workforce planning cycle
comprises a major review every three years, with interim update
reviews. The various workforce planning documents and reports for all
Health Professions can be accessed on the DHSSPS website at
http://www.dhsspsni.gov.uk/AHP/pubs.asp. This Annex looks at the
most recently published reviews.

2005 Nursing & Midwifery Workforce Review

D.2 The 2004 HPSS workforce census indicated that there was a total
headcount of 15,407 qualified nurses, midwives and health visitors in
the HPSS. In addition to this figure there are over 3,000 working
outside the HPSS. At September 2004 there were 861 vacancies in the
Nursing, Midwifery and Health Visiting workforce, 274 of these were
vacant for 3 months or longer.

D.3 The Nursing, Midwifery and Health Visiting Review notes that almost a
fifth of the nursing workforce are aged 50 and over'®, and will be
eligible to retire shortly although staff are allowed to work beyond the
age of 65. Consequently, around 400 members of staff are expected to
retire each year between 2005-2010.

Table D1
Retirements in Nursing, Midwifery & Health Visiting

Number of Retire Retire Retire Retire Retire
Age Staff 2005 2006 2007 2008 2009
65+ 9 5 2 1 1 1
60 to 64 228 114 46 23 23 23
59 175 88 35 18 18 18
58 175 88 35 18 18 18
57 175 88 35 18 18 18
56 175 88 35 18 18 18
55 175 175
54 295 295
53 295 295
52 295 295
Total* 469 362 389 389 389

*Totals may not sum due to rounding

D.4

At the same time there are a number of factors expected to result in
increased demand for nurses. In particular the demand for specialist
nurses in both the acute and community sectors, as well as midwifery,
is forecast to increase. Further pressure is likely to come from the
reduction in Junior Doctors hours together with the trend to transfer to
nurses responsibility for areas such as diagnosis/triage and “first

19 Similar proportions are found in England.
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D.5

D.6

D.7

D.8

contact” in primary care. However, addressing the productivity gap
should relieve this pressure.

In terms of the supply side there were 828 student places available in
September 2004 compared to 690 three years earlier. Despite the
increase in training places this on its own is not expected to be
sufficient to compensate for the number of leavers from the profession
(in addition to the increased demand). Overall research indicates that
the market is moving towards a balance between supply and demand
over the next five years. A note of concern relates to the increasing
expenditure on agency staff, despite the increased numbers in the
workforce. It will be necessary to examine this and seek to reduce
expenditure in this area. This is one of the areas already cited above
which will be monitored in the Department’s productivity work.

This has led to an increased focus on alternative sources of staff. The
2005 workforce plan for nurses and midwives makes an assumption
that around 86 overseas nurses will be recruited annually in each of the
next 5 years.

In addition there are expected to be changes in business processes
that should lead to efficiency savings. The two main areas included are
skill mix benefits and productivity improvements. In terms of skill mix
benefits the Department has supported a programme to train up
nursing assistants to become healthcare assistants and facilitate them
to take on some roles previously undertaken by qualified nurses. This
skills mix benefit is envisaged to be equivalent to 30 additional nursing
staff per annum. In terms of productivity improvements, the Productivity
Steering Group has estimated that these could amount to
improvements of 0.25 per cent (or just over 40 staff) per annum over
five years.

Overall it is estimated that from 2005 to 2009 there will be a net inflow
of nurses and midwives into HPSS. However, due to additional
demands being placed on the workforce, there will be an under
provision of staff each year that will lead to a cumulative under
provision of 324 staff by the end of the five year period.

2005 Pharmacist Workforce Review

D.9

D.10

The most recent figures from the Pharmaceutical Society of NI indicate
that over 80% of the 1,772 pharmacists registered here are designated
as working in community practice. These pharmacists are not directly
employed by the HPSS but deliver health services through
independent contractual arrangements.

The Pharmacy Review, which was published in March 2006, projected
the demand and supply for Pharmacy Technicians up to the end of
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2009. In order to improve the supply of Pharmacy Technicians the
workforce plan recommends that the following options be pursued:

(0]

0]
(0]

(0]

0]

Colleges should examine the feasibility of increasing their
participant numbers;

Work should be done to promote Pharmacy Technician as a career.
Colleges should be encouraged to develop their courses to better
meet the needs of all the pharmacy sectors;

The qualifications criteria specified for Technicians should be
reviewed; and

Trusts / Boards should consider how they can continue to offer
flexible working options in order to retain existing staff.

D.11 The projected demand for community pharmacists takes account of the
services envisaged as a result of “Making it Better; a strategy for
pharmacy in the community (2004)” and the proposed new NI
community pharmacy contract. For hospital pharmacists the projected
demand takes account of comparisons with similar sized hospitals in
Great Britain and the need to implement Integrated Medicines
Management — a process which allows for reduced time input of
medical and nursing staff whilst also improving patient care.

Review of Social Services Workforce

D.12 The second main review of the Social Services workforce was
completed in 2006, the first review was carried out in 2002. This latest
review made the following comments on the supply and demand
position:

Practising Social Workers

(0]

The current workforce comprises 1,986 staff. The review concludes
that if current vacancies are met over the next two years, the
increased number of training places for social work should be
sufficient to meet the anticipated additional demands on this group.
It will be important to minimise attrition from training courses and to
maximise numbers of new graduates entering HPSS employment to
achieve this balance.

Senior Social Workers/Teamleaders

(0]

The current workforce comprises 504 staff and the review indicates
a considerable number of existing vacancies and additional posts
will need to be filled over the next five years.

Domicilliary Care

(0]

In the absence of qualitative data, an agreed modelling formula was
used to calculate the current workforce. This was estimated at
7,524. The findings of the review indicate that the ability to fill posts
at this level will continue to depend on local economic conditions as
there are other potential employers competing for staff. The

98



development of enhanced career structures should help increase
retention and reduce turnover.

Other Social Care
o This group comprises Social Work Assistants, Care Staff (Day and
Residential) and Rehabilitation Workers for the Blind, comprising
2,247 staff. This group shows a similar pattern to the Domicilliary
Care group, with relatively high turnover. Steps to improve retention
will be vital to maintain this workforce.

Social Care Management
o This group comprises of 285 staff, and while the level of turnover
and vacancy rates at this level are relatively low, the impact of
service developments and other demands could create a
substantial number of additional posts to be filled.

Private and Voluntary Sector

o0 These sectors employ practising social workers and social care
staff working across domiciliary, residential, day care, child care
and other services in the community. Current data sources are
insufficient to allow workforce modelling to be carried out, however,
the workforce in these sectors has been estimated as very
significant, totalling approximately 27,000. More work is required in
defining and qualifying this major element of the social services
workforce (estimated to account for around two thirds), and in
projecting future requirements more accurately.

o This second workforce planning review for social services notes the
considerable progress made in addressing the workforce issues
highlighted in 2002. However, the report clearly demonstrates an
urgent need to put in place an effective means of collecting and
collating workforce data for the entire social services workforce in
advance of the next regional workforce planning review.

o Given the continued levels of investment, combined with the
numbers joining, it is predicted that the social services workforce
will adequately meet future workforce demand levels over the next
5 years. These and other influencing factors will be monitored as
part of the annual workforce planning up-date review process.

Review of the Dental Workforce

D.13 The second comprehensive review of the Dental Professional
Workforce was published in March 2006 (the first review was
completed in 2002).

D.14 The Dental workforce comprises three main areas:

o0 General Dental Service (GDS);
o Community Dental Service (CDS); and
0 Hospital Dental Service (HDS).
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D.15

D.16

D.17

D.18

D.19

D.20

D.21

D.22

The majority of the dental workforce is employed in the GDS either as
practice owners or associate dentists.

The CDS makes up approximately 10% of the overall dentist
compliment in NI and provides care for individuals who would not
otherwise seek treatment under the GDS; are unable to seek treatment
under the GDS; or require treatment not generally available in the
GDS.

The HDS in NI encompasses a group of specialists working in oral and
maxillofacial surgery, oral medicine, orthodontics, restorative and
paediatric dentistry.

The review notes a total of 896 Dental professionals are employed in
NI, comprising the following:

0 726 in GDS (42% female and 58% are male);

0 94 inthe CDS (74% female and 26% male);

o 58inthe HDS (36% female and 64% are male); and

o 18 Others. (The “Others” include a small group of dental
professionals employed by Boards and the Department and are not
included in the workforce planning given their small number and
very specific role).

On average 10 people leave and 10 join the HDS each year and other
staff groupings show between one and two leavers and joiners
annually.

The GDS and HDS are currently predominately male, at 58% and 64%
respectively. Current statistics show, however, a higher proportion of
males in the higher age band and indicate that these services will
exhibit a higher proportion of female staff in the future.

The CDS is predominantly female at 74%. This pattern is likely to
continue, as there are no male staff in the lower age bands. Workforce
research indicates that this gender distribution is likely to bring an
increase in part-time working in the future.

Whereas the 2002 review indicated an under-provision of dentists by
2012, the findings of this review in respect of the CDS, GDS and HDS
indicate progression towards a relative balance in supply and demand
over the next 10 years. Variation in any of the supply and demand
factors will alter this situation. This will be kept under review annually
and corrective action taken as necessary.
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D.23

D.24

D.25

The Dental Workforce Planning report indicates a largely positive
picture of the Dental Workforce over the next 10 years. If investment is
made in the additional training places identified above and in
addressing meaningful career pathways for all members of the dental
team, a state of balance should be achieved over the next 10 years.

The workforce composition is changing from a traditionally male
dominated profession, as increasing numbers of females are entering
the dental workforce. Any impact on working patterns and workforce
supply resulting from the increased proportion of females entering the
workforce should be assessed and managed as necessary.

With the increasing focus on oral health, more emphasis on
preventative and cosmetic dentistry, and the uncertainty regarding
potential movement to private practice, it will be important to monitor
these trends and developments over the next few years.

Review of the Medical Workforce

D.26

The second main review of the medical workforce made the following
comments on supply and demand:

o There is a sizeable undersupply in the Pre-registration House
Officer (PRHO) / Senior House Officer (SHO) group currently but
this will be addressed by the increasing number of graduates
becoming available over the next ten years;

o There is a shortage of GPs to meet service demands. This could
largely be addressed by increasing the number of GP training
places, although if work-life balance demands are at the rates
projected shortfalls will re-emerge in subsequent years;

o Shortfalls of varying sizes are projected for the Specialist Registrar
(SpR) group largely due to demand in relation to flexible working
patterns. Current levels of external recruitment would be sufficient
to meet these shortfalls over the coming 5-6 years, but if work-life
balance demand increases as projected this would be insufficient in
the remainder of the 10 year modelling period. Any increase in GP
training places would have a knock-on effect on the SpR group by
reducing the number of PRHO/SHOs available to move into SpR
posts;

o There is a projected shortfall in the number of consultants which is
largely due to the current number of vacancies in this group but
decreasing thereafter. However, once these vacancies are filled,
the projected shortfall could be managed through external
recruitment at around half the level of the last five years. Therefore
it does not appear that any increase in the number of training
places overall is required to meet consultant demand;

o There is a high degree of ‘churn’ in the profession, particularly in the
PRHO/SHO and SpR groups. New career structures such as run-
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through training and the Foundation Programme should help to
stabilise these groups. To improve the capacity to plan workforce
development for the medical profession, better information is
required on the movements of people in and out of HPSS
employment over the course of their careers; and

o The models include substantial increases in demand for flexible
working. It will be essential to collate data showing the actual
uptake of work-life balance measures to assess how realistic these
projections are.

D.27 From both the qualitative analysis and the detailed data modelling the
report drew conclusions and recommendations in the following areas:

Training places

o Shortages in the GP group and projected demand for more flexible
working arrangements suggest that there is a need to increase the
number of GP training places. The last review of workforce
planning suggested that the number of places should be increased
to 75. Modelling indicates that such an increase (in annual
increments of 5 places) would meet the projected demands of this
part of the workforce by 2011. Subject to availability of funding and
capacity to support trainees in the system, it is recommended that
this increase be introduced as soon as possible. In order to ensure
that Consultant demands can be met as shown in the models
above, the number of undergraduate medical places must be
increased as planned over the coming years to at least 250 places.

‘Churn’ Rates

o There is very limited information with which to track medical
professionals’ movements in and out of the training route. It is
critical that information systems are improved to allow for better
understanding of ‘churn’ within the various professional groups, for
example, to understand why more than 200 people leave and join
the PRHO/SHO group each year. The changes taking place under
MMC should assist with this process. This is critical to ongoing
workforce planning and development of a sustainable workforce.

Sustainable Recruitment

o The service will be required to manage recruitment from outside
HPSS (i.e. people not on a defined training programme in NI) in line
with increasing rates of supply through the training system. In the
short-term external recruitment is required to fill gaps in particular
specialties (radiology, anaesthetics, general practice, orthopaedics
and laboratory medicine are among the areas where particular
difficulties have been highlighted) but in the longer-term reliance on
external recruits should not be required to such a large extent,
notably at Consultant level. Ultimately, the goal is for a service that
is largely self-sustainable.
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General Practitioner Data Collection

o For the purposes of accuracy in workforce planning it will be
necessary to develop the current information systems to record,
monitor and model the general medical practitioner workforce.
Conducting survey research of practitioners on the Performers List
or of Out of Hours providers will provide useful workforce planning
information.

Flexible Training Opportunities

o Although flexible training is available to junior doctors in NI, it is
extremely limited. The new competency based structure of
Modernising Medical Careers (MMC) may better facilitate a ‘step-on
— step off’ approach which could greatly improve the opportunities
for women and men to train flexibly or perhaps take breaks in their
careers, but this needs to be promoted and supported financially.

Flexible Working

o The workforce models allow for a significant expansion in part-time
and other flexible working arrangements due to the gender changes
in the student and junior doctor groups which will flow through to the
wider profession over the next ten years. The assumptions around
work-life balance also reflect the lack of experience of the
profession in managing demands for more flexible working. There
is a need to monitor the real impact of flexible working against these
generous assumptions by implementing better information systems.
In particular there is a requirement to improve information on GP
working hours, and demand for and use of sessional doctors.

Career Guidance for Medical Students

o Undergraduate medical students at QUB have highlighted that there
are limited interventions to provide career guidance to students
during their undergraduate course of study. There was a clear
desire from undergraduates to be kept better informed about
available career paths and this type of intervention is important in
attracting junior doctors to shortage specialties.
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ANNEX E — THE NI CONTEXT

o] Demographic Changes
o] Labour Market overview
o] Cost of Living

o] Public sector Overview

o] Pay and Budgets

o] Public sector Earnings — Analysis of ASHE
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Demographic changes

E.1 One of the major factors determining the long-term level of public
sector employment is the demographic structure of the population
although other factors such as deprivation are also important,
particularly in respect of health and social services.

E.2 NI currently has a relatively young population with those aged under
18, in 2006, (using 2004 Principal projection figures) accounting for
26.3% of the population compared to 23.0% in the UK, while those
aged 65 and over in 2006 account for only 13.8% compared to 16.0%
in the UK. Figure E1 shows that over the period 2004-2014 NI is
expected to follow the trend of most industrialised countries with the
proportion of those aged 18 and under falling while the proportion of
those aged 65 and over in the population will rise.

Figure E1
Changes in the percentage of young and old populat  ion of Northern Ireland
28%
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Source: Northern Ireland Statistics and Research Agency (NISRA)

E.3 In the longer term, given NI's relatively high birth rate (Figure E2), it is
not anticipated that the number of over 65s will exceed the number of
under-18s before 2031 (Figure E3). To put this in context, for example,
in Scotland the number of over 65s is expected to exceed the number
of under-14s by 2007 (under-18s by 2017).

105



Figure E2

Birth Rate (per 1,000 populat ion all ages)
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Figure E3
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(Source: NI Statistics and Research Agency)

The population projections have clear implications for the provision of
public services and hence workforce requirements. Teacher numbers
are expected to fall while an increase in demand for Health and Social
Services professionals is forecast, reflecting the higher needs of an
ageing population. At the same time there will be a reduced supply of
young people into the workforce — as the overall number of school
leavers gradually falls and the potential for emigration of local workers,
particularly those attending university outside NI, remains. Therefore
the public sector will have to compete in the market for lower numbers
of school leavers and graduates (at least from NI).
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LABOUR MARKET OVERVIEW

E.5

E.6

E.7

E.8

E.9

E.10

The seasonally adjusted unemployment rate from November 2006 —
January 2007, is 4.3% in NI; this is lower than the UK average rate
(5.5%), and for all other UK regions with the exception of the South
West (4.0%). It is also 3.2 percentage points lower than the EU 27
average (7.5%) for January 2007.

There are currently 770,000 people in employment in NI (November
2006 — January 2007).

Employment has grown rapidly over the past decade and NI's growth
has outpaced the UK average rate. The average annual employment
growth rate in NI between 1996 and 2006 was 1.5 per cent, against 1.1
per cent for the UK.

Service industries account for 80 per cent of NI employees (December
2006).

Although the unemployment level in NI remains relatively low, there are
hidden problems in the local labour market. Inactivity, at almost 27% of
the working age population, is significantly higher than the UK average
(21.1%) and the highest of any region. This can be partly, but not fully
explained, by NI's high full-time education participation. Long-term
unemployment and the fact that one in ten people of working age in NI
are claiming incapacity benefit remain significant obstacles to
expanding employment and living standards further.

Whilst NI outperforms the UK average in terms of both GCSE and A
level qualifications this educational attainment does not translate to the
labour market. The percentage of economically active adults without
any qualifications in NI in 2004 (17.8%) significantly exceeds that of
any other region in the UK.
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COST OF LIVING

E.11

Figures produced by ONS suggest that the cost of living is 4.7% lower
in NI than the UK average, as shown in Table E1. The most
appropriate figure for comparing price levels across regions is that for
All Items using Regional Weights.

Table E1

Cost of Living in NI relative to UK average=100

North East Scotland WWEIES NI

National Regional National | Regional National Regional National | Regional
Weights Weights Weights | Weights Weights Weights Weights Weights

All 94.2 93.0 945 93.1 93.1 92.1 95.8 95.3
items

Al

exc. | 961 94.9 98.0 96.1 96.5 95.8 1009 | 987
MIP's!

*Mortgage Interest Payments
(Source: National Statistics: Relative regional consumer price levels in 2004)

E.12

Although housing costs are a major factor behind NI's lower cost of
living, there are arguments for excluding mortgage interest payments in
any cost of living comparison. However, Table E1 shows that this
would have little impact as this item accounts for around a fifth of
housing costs whilst other items such as water charges and rates
account for a greater share of household expenditure. The cost of both
these items is expected to increase at a faster rate in NI than the rest
of the UK in the coming years. It is also important to recognise that
differences in the cost of living vary by income group, although latest
available data suggest that the cost of living gap is broadly consistent
across income groups.
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NI PUBLIC SECTOR OVERVIEW

E.13

E.14

The public sector in NI (excluding reserved functions®®) employs just
over 194,000 people (December 2006), equivalent to 27.2% of all
employee jobs (31.1% if reserved functions are included). Whilst the
public sector accounts for a significantly higher proportion of employee
jobs in NI than in the rest of the UK (20.1%), this is in part due to the
lower employment rate in NI?* and the greater need for public services
due to the demographic structure of the population and its socio-
economic status.

Figure E5 shows that both NI and the UK have experienced a decline
in the public sector share of total employment during the period 1992-
2005. In addition, the decline in the public sector share of employment
has been for different reasons in NI and the UK. Across the UK the
absolute size of the public sector workforce fell by 12.6% from 1992-
1997, but increased by 12.3% from 1998-2005 with an overall decline
of 0.9% in the period 1992-2005. The private sector increased by
16.5% during this period. By contrast the public sector in NI fluctuated
from 1992-1997 but increased by 13.1% from 1998-2005 with an
overall increase of 9.8% from 1992-2005.

Figure E5
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% Reserved functions include the NI Office, Police Service of NI, NI Prison Service, UK
Central Government and UK Public Corporations.

21

If NI's employment rate equalled the UK average the current level of public sector

employment (including Reserved functions) would amount to a 27.1% share of employee

jobs.
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E.15 Figure EG6 illustrates the distribution of public sector employees coming

under the authority of the NI Executive between its various functions®.
The major employment groups are Health and Social Services and
Education which together account for around 71% of public sector
employee jobs whilst the Civil Service accounts for 14% of public

sector employment outside reserved functions.

Figure E6
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Recruitment

E.16 Monitoring Returns to the Equality Commission allow a broad

comparison to be made in terms of recruitment difficulties between the
public and private sectors based on the number of applicants per post
filled. Figure E7 shows that over the period 2001-2002 the number of
applicants per post filed were higher in the public sector than the
private sector in NI. In 2003 the ratios were equalised across
public/private sectors, however, in 2004 the ratio was once again

higher in the public sector.

Figure E7
Ratio of Applicants to posts filled in NI by Sector , 2001-2004
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22 Major public sector employers in NI outside the NI Executive include the Police Service
(11,939 staff) the Prison Service (1,776) as well as employees of the NIO, UK based public

corporations and employees of central government.
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(Source: Equality Commission)

E.17 There are some interesting variations within the public sector with the
number of applicants per post significantly higher for the Civil Service
and District Councils than for the Health and Social Services and
Education sectors. This may simply reflect the fact that the latter
sectors are skill specific and hence would be expected to have a
smaller number of applicants per post. In addition, the significant
decline in the ratio of applicants to Civil Service posts in 2002 may
merely be a reflection of the decision not to hold some of the large-
scale administrative competitions, which usually have large numbers of
applicants.
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PAY AND BUDGETS

E.18 The efficiency review focused on ensuring that the resources available to
NI, in the form of the Departmental Expenditure Limit (DEL), are targeted
on key priorities and that public services are delivered as efficiently as
possible by releasing resources to priority front-line services.
Consequently there is significant pressure to temper wage demands in
the public sector. Direct pay costs account for around 55% of Resource
DEL in the NI Executive Departments, and a substantial proportion of the
remaining resource DEL is also indirectly used to fund employee costs.
The high proportion of Government expenditure accounted for by pay
means that trends in public sector pay costs have significant implications
for the availability of resources to support staff and develop public
services in NI. The correlation between public sector pay and service
delivery is key. Pay pressures inevitably feed through into front line
pressures creating an impetus for pay moderation. Furthermore,
efficiency and productivity improvements are essential to meet key targets
within current resources.

Table E2

Estimated Pay Costs (Em) of NI Resource DE

2006-07 2007-08
Resource % Resource

DEPARTMENT [N DEL Pay DEL

DARD 83.5 222.4 38% | 83.4 224.8 37%
DCAL 37.0 102.2 36% | 36.4 105.5 35%
DE 1,250.8 1,624.8 77% [1,303.4 1,696.3 77%
DEL 48.5 649.6 8% 48.5 712.7 7%
DETI 46.3 194.1 24% | 46.2 214.5 22%
DFP 77.7 197.1 39% | 76.9 175.4 44%
DHSSPS 1,963.4 3,587.3 55% |2,103.8 3,821.9 55%
DOE 74.7 125.4 59% | 75.3 130.6 58%
DRD 142.7 377.3 38% | 148.7 423.9 35%
DSD 219.5 511.3 43% | 224.4 518.1 43%
OFMDFM 17.8 71.7 25% | 17.9 71.7 25%
Others 26.2 -499.7 -5% | 26.5 -538.3 -5%
TOTAL 3,987.9 7,163.6 55.7% [4,191.4 7,557.0 55.5%

(Source: DFP)

E.19 The 2005/06 PSAs published as part of the Priorities and Budget 2005-
2008 document contain fuller details of the outcomes that will be delivered
with the resources allocated in the Budget. This ensures a clear link
between resources and outcomes to improve public service delivery. In
the same way, the 2.5% Gershon Efficiencies are intended to release
resources to front line services. Whilst the achievement of efficiency
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targets does not increase the total amount available for spending, it does
increase the amount available for priority front line services.
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PAY DETERMINATION IN THE PUBLIC SECTOR

E.20 The enforcement of pay policy is devolved to the NI Executive within
the overarching parameters set by HM Treasury. The Chancellor has
deemed public sector pay to be a key macroeconomic variable and
therefore HM Treasury retains a sanction role over pay policy in
devolved administrations. This means that the Department of Finance
and Personnel Minister has the scope, within the parameters of the UK
Government’s public sector pay policy, to approve pay remits for most
staff groups within the wider public sector in Northern Ireland.

E.21 Public sector pay settlements for the NICS are determined via
negotiation between NICS Senior Management and the NIPSA union.
Crucially, the local pay negotiation is set strictly within the context of
the Government’'s current pay policy and Civil Service Pay Guidance
as published by HMT.

E.22 With regard to pay settlements for the health sector the
recommendations of the PRBs have historically been adopted in NI.
The AfC contractual terms and conditions were introduced with effect
from 1 October 2004 and covers all staff employed by NHS
organisations (except the very senior managers and those staff within
the remit of the Doctors’ and Dentists’ PRB), including staff employed
in NI.

E.23 The pay and conditions for teachers employed in NI are negotiated
locally between the NI Teachers’ Council and the ELBs*. To date the
practice has been to follow the teaching pay settlement in England and
Wales as determined by the School Teachers’ PRB. In terms of
support and administrative staff working in the education sector in NI,
the vast majority of these groups follow the national pay settlement
negotiated by the NJC.

E.24 In order to formalise the pay determination process for local staff
groups the Secretary of State for NI has agreed with the Chief
Secretary to the Treasury to pursue formal integration of NI staff
groups into the PRB process. Significant progress has been made with
respect to doctors, dentists, nurses and other health professionals. It is
envisaged that the senior civil servants and teachers will follow suit.

% The education and Library Boards employ teachershe controlled schools. For the Catholic
maintained schools the Council for Catholic maimtgi schools negotiate pay. Similarly, the
Governing Bodies Association represents the volynt&rammar schools, Comhairle na
Gaelscoliochta (CnaG) represents the Irish medicimoals and the Council for Integrated Education
(NICIE) represents the integrated schools.
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ANNUAL SURVEY OF HOURS AND EARNINGS (ASHE) ANALYSIS

Summary of ASHE Results

E.25 Compared to what might be expected, a priori average, Public sector
earnings in NI are relatively high. At £521.70 per week, they are higher
than all regions except the UK average (£530.70), London, the South
East and Yorkshire and the Humber. This reflects a relatively larger
proportion that are in higher occupations in NI — at the level of
individual occupational groups NI is generally among the regions with
relatively low earnings.

E.26 This PWP covers only those departments under the ambit of the NI
Executive. Protective service occupations are under the ambit of the
NIO, and consequently should not be considered here. Non-protective
service public sector workers®® in NI earn on average £490.38,
compared to £519.36 for the UK as whole.

E.27 Private sector earnings at £402.30 per week in NI are significantly
lower than any other region. They are 22% below the UK average of
£513.60 per week. The occupational structure plays a limited role, and
for each major occupational group earnings in NI are the lowest of all
UK regions. The differential in earnings in favour of the public sector is
consequently 29.7% compared to 3.3% for the UK as a whole. The
differential for public sector employees not working in protective
services in NI is 21.9% compared to 1.1% for the UK as a whole.

E.28 If both the Public and Private sectors in NI had the same occupational
structures for the UK as a whole the differential would be 24.26%.
Taking a typical job in the Private sector the expected earnings in the
Public sector are 16.6% higher (i.e. adjusting for occupational mix),
compared to 0.6% higher for the UK as a whole.

Results from 2005 ASHE data
E.29 There are a number of key comparators for public sector pay in NI:
o0 Public sector earnings compared to those in the private sector in NI
(the public sector differential);
o Public sector earnings compared to those prevailing across the UK
and in comparable regions; and
o The public sector differential compared to the UK average and other
regions.

E.30 However, recognising that the Ilabour market is segmented,
comparisons should be on a like-for-like basis, recognising the differing
occupational structures between the public and private sectors, and the
effect of differences in economic development between regions on the
structure of the private sector.

2 Excluding SOC group 33 — Protective Service Octiapa and SOC 117 — Senior Protective
Officers
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E.31

E.32

The Annual Survey of Hours and Earnings is the primary source of
information on earnings in the UK. ASHE allows the analysis of Pay by
Standard Occupational Group. These are categorised on the basis of
skill requirements for each group and consequently be used as a proxy
for economic development.

ASHE is an improvement on the old New Earnings Survey (NES)
mainly as a result of improved sample selection. In particular
imputation and weighting procedures have been introduced which add
to the robustness of the data, which is particularly important at the
regional level. These improvements also allow a greater degree of
confidence when making adjustments for occupational structure.

Public sector Earnings

E.33

Average public sector weekly earnings in NI are £521.70. This is just
1.69% below the UK average of £530.70. Compared to other UK
regions NI public sector wages are relatively high, ranked below only
London, the South East, and Yorkshire and the Humber. Average
public sector weekly earnings for the UK excluding the ‘core’ regions of
London, the South East and East of England, are £512.80. However,
as the chart below (Figure E8) shows the variation in public sector pay
by region is relatively low (with the partial exception of London).

Figure E8
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To a large extent NI's relatively, and perhaps unexpectedly, high
ranking reflects the occupational mix of the public sector in NI rather
than high earnings per se. At the level of individual occupational groups
NI public sector earnings are generally in the lower end of the
distribution. Imposing the average UK occupational structure of the
public sector (using major occupational groups) but holding wages at
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the actual averages found in ASHE for each region illustrates this — the
adjusted NI average is £515.81 per week. London, which for obvious
reasons has a high proportion of senior staff, falls by a similar
proportion. This suggests that public sector earnings in NI are not out
of line with those prevailing elsewhere in the UK.

Figure E9

Public Sector Wages - UK Occupation Mix Adjusted
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E.35 In NI the unique security situation has impacted both on the numbers
employed in the security services and on earnings in this category.
Excluding the occupational groups that cover security personnel®
reduces average public sector earnings from £521.70 to £490.38, an
estimated reduction of 6%. The overall UK figure falls by a much
smaller proportion (2.1%) when a similar adjustment is made — falling
from £530.70 to £519.36. In the context of this PWP, which covers
only the NI Executive, this is arguably the more correct indicator of
public sector earnings as the security services come under the control
of the NIO.

Private sector Earnings

E.36 Private sector earnings show a greater degree of variation across the
regions than public sector earnings, which is unsurprising. The NI
average is £402.30 per week — 22% below the UK average of £513.60
and the lowest of all the regions by a significant amount - 5% lower
than Wales (the region with the next lowest average) and just over half
earnings in London (the region with the highest earnings). The average
for the UK excluding the high earning southern regions is £445.42, still
significantly above the NI level.

% The SOC groups that have been removed are SO®@8&cEve Service Occupations and SOC117
Senior Protective Officers. Because of sample stzesot possible to remove group 117 for most
regions other than NI.
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Figure E10

Private Sector Earnings
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E.37 Imposing the UK occupational structure on private sector earnings for
regions (Figure E11) does reduce the variation somewhat, indicating
that the variation is at least in part due to the structure of the economy
as reflected in the occupational mix rather than variation in earnings for
similar levels of skill. But for NI this effect is not particularly strong. The
adjusted average is £415.11, meaning only 11.5% of the difference
from the UK average can be explained by the occupational structure. In
fact for every major occupational group NI private sector earnings are
the lowest of all regions, and by several percentage points.

Figure E11

Private Sector Wages - UK Occupation Mix Adjusted
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E.38

The clear implication of the ASHE data is that private sector earnings
in NI lag behind those in the rest of the UK on all dimensions. This is
not a result of the structure of the NI economy — at least as reflected in
the skill levels of major occupational groups.

Public sector Differential

E.39

The so-called public sector differential (or premium), the amount by
which public sector earnings exceed those in the private sector, is
29.7% in NI. This is the highest of all the UK regions, with the UK-wide
differential being 3.3%. However, two of the core regions (London and
South East) have a negative differential, but the other regions outside
the core (except the East) have a positive public sector differential, and
the differential for UK excluding the three southern regions is 13.4%.

Figure E12
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E.40 The differential excluding protective services is arguably a better

E.41

indicator of the true differential and is 21.9% compared to 1.1% for the
UK as a whole.

The public sector premium evident in NI is not new. While the public
sector premium has varied from time to time it has continued to persist
at levels around the mid to high teens until 2004, with it exceeding 20%
in 2005.
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Figure
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NI's pronounced differential is almost entirely due to low private sector
wages. Public sector earnings in every other region are over 25%
above Northern lIrish private sector earnings, except in the North East
where the difference is 21.2%. By contrast, the change in the
differential in most regions is relatively small if they had the same level
of public sector earnings as NI.

Figure E14
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E.43

Occupation mix adjusted differentials can be considered either in terms
of imposing the UK occupation mix on the private and public sectors,
essentially a standardised differential. Alternatively by imposing the
public sector occupational mix on private sector earnings it is possible
to see what the differential faced by a typical public sector employee is
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in each region (or vice versa)®®. From this a differential can be
calculated, which would apply to a worker considering a change in
sector. In principle the adjusted public sector earnings (i.e. applying the
private sector mix to public sector earnings for each occupational
group) need not be any higher than the prevailing private sector
earnings to attract workers to the public sector.

E.44 The UK standardised differential shows the same pattern as the
unadjusted differential but the variation between regions is far less
pronounced. In particular, the NI differential falls to 24.3%. This is still
high but significantly less than the 29.7% unadjusted differential.

Figure E15

UK Standardised Differential
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E.45 Looking at the expected earnings of a typical Private sector employee
were they to move to the Public sector gives an even more dramatic
change. NI still has the highest differential but it has fallen to 16.6%.
The UK differential also moves in favour of the private sector, reaching
0.6%. This shift in NI's relative position is largely a result of the
comparatively greater proportion of the public sector in higher-level
occupations in NI than in other UK regions.

% Applying Public sector wages to the Private sectocupation mix shows expected Public sector
earnings of the typical Private sector employeeplgipg Private sector earnings to Public sector
wages show expected Private sector earnings afpieal Public sector employee.

121



Figure E16

Reweighted Public Sector Earnings Differential
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The Working Week

E.46 In general, public sector Workers have a shorter working week than
those in the private sector. The two exceptions are the Associate
Professional and administrative occupations.

Table E3

*Does not include Overtime.
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WEEKLY EARNING COMPARISONS (2005) BY GRADE

Summary: The more junior grades (around three quarters of the total) do not
enjoy a significant pay premium compared to their private sector equivalents

unlike the rest of the public sector.

Table E4: Administrative Occupations (SOC 41) Equiv

alentto EO’s, AO’s

and AA’s

NI NE |[Scotland] Wales GB UK
Private 3149 | 311.0 | 327.9 | 310.0 | 346.5 | 345.9
Public 311.6 | 326.8 | 353.4 | 328.2 | 360.6 | 358.7
Differential| -1.05% | 5.08% | 7.78% | 5.87% | 4.07% | 3.70%

This Occupation group also includes accounts and wages clerks as well as

general office assistants.

Table E5: Business and Public Service Associate Pro

35) Equivalent to SO’s and DP’s

NI NE |[Scotland| Wales GB UK
Private 487.3 | 462.9 | 5275 | 4715 | 569.0 | 567.7
Public 538.3 | 496.9 | 551.7 | 550.7 | 586.6 | 584.5
Differential| 10.47% | 7.44% | 4.59% |16.80% | 3.09% | 2.96%

This Occupation group also includes insurance underwriters and financial &

accounting technicians.

Table E6: Business and Public Service Professionals (SOC 24)
Equivalent to Grades 6 and 7

NI NE Scotland Wales |GB UK
Private 518.0 | 600.7 | 703.2 | 637.2 | 823.8 | 816.4
Public 642.6 | 538.3 | 566.1 | 567.0 | 605.9 | 607.8
Differential| 24.05% |-10.39%]-19.50%|-11.02%|-26.45%|-26.55%

The group also includes management consultants, architects and legal

professionals

Table E7: Corporate Managers (SOC11) Equivalentto  Senior Civil
Service

NI NE Scotland Wales |GB UK
Private 620.1 | 662.9 | 751.4 | 622.3 | 822.7 | 818.9
Public 764.9 | 749.2 | 736.5 | 766.0 | 781.2 | 780.8
differential| 23.35% | 13.02% | -1.98% |23.09% | -5.04% | -4.65%

This Occupation group also includes Chief Executives of major organisations.
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OTHER PUBLIC SECTOR OCCUPATIONAL GROUPS WEEKLY EARN ING

COMPARISON

Summary: Most of the non-administrative orientated public sector groups
show relatively little variation across the UK regions, with NI lying towards the

bottom of the range.

Table E8: Health & Social Welfare Associate Profess

ionals SOC Group

32

NI NE Sco Wales |GB UK
Earnings 495.6 | 488.8 | 498.0 | 501.0 | 504.8 | 504.5
Difference to UK Average | -1.8% | -3.1% | -1.3% | -0.7% | 0.1% 0%

This occupation group includes nurses and midwives and provides support
functions for health professionals.

Table E9: Health Professionals SOC Group 22

NI NE Sco Wales |GB UK
Earnings 1118.9 | 1395.2 | 1261.3 | 1319.0 | 1263.0 | 1258.6
Difference to UK Average |-11.1% | 10.9% | 0.2% | 4.8% | 0.3% 0%

This group provides medical treatment, dispense pharmaceuticals and

conduct research.

Table E10: Teaching and Research Professionals SOC  group 23

NI NE Sco Wales |GB UK
Earnings 625.2 | 625.3 | 622.0 | 651.0 | 629.5 | 629.3
Difference to UK Average | -0.7% | -0.6% | -1.2% | 3.4% 0% 0%

These occupations undertake teaching and research and inspect schools and

training establishments.

Table E11: Caring Personal Service Occupations SOC  Group 61

NI NE Sco Wales |GB UK
Earnings 323.7 | 311.4 | 331.2 | 307.3 | 314.3 | 314.6
Difference to UK Average |2.9% -1.0% | 5.3% | -2.3% | -0.1% 0%

This group assist health professionals in the care of patients, supervise pre-
school children and assist teachers with non-teaching duties.

(Source: 2005 Annual Survey of Hours and Earnings)
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ANNEX F — NICS EFFICIENCY TARGETS & WORKFORCE PLANN ING

F.1  Manpower reduction targets have been provided and agreed by each
Department over a three year period as illustrated in the table below.
The reductions allow them to live within their budget allocations across
the period to March 2008, and are based on a breakdown of grades
reflecting the current grade pattern for each Department.

Table F1

Reductions Reductions Reductions Reductions Reduction
Department during 04/05 during 05/06 during 06/07 during 07/08 Target by

(Actual) (Actual) (Projected) (Projected) 07/08
DFP 209 61 40 43 353
DETI 7 24 15 7 53
DARD 0 233 61 79 373
OFMDFEM 9 -3 26 9 41
DCAL 8 11.5 8.6 14 42
DHSSPS 0 29 19 25 73
DRD 78 173 76 9 336
DOE 0 72 4 59 135
DSD 0 523 73 134 730
DEL 0 42.7 28.7 10.6 82
DE 0 324 24.6 28 85
TOTAL 311 1198.6 375.9 417.6 2303

F.2  Importantly, ultimate responsibility for achieving the manpower
reduction target lies with the individual Departments. CPG has a
responsibility to support and assist the action required and to facilitate
the process across the NICS. Departments will take a proactive
approach where possible to avoid redeployment bottlenecks.

F.3 In order to model the impact of the staff reduction target NISRA's
Human Resource Consultancy Services Branch (HRCS) carried out an
analysis to determine if it could be achieved through natural wastage,
retirements and redeployments. To do this HRCS built a HR Model to
illustrate the likely outcome of staff movements over a period of time.

F.4 The HR model is based on individual personnel records of NICS staff

along with historical data, taken from the analysis of personnel
databases. Each individual progresses through the model according to
the rules for their grade and taking into account their personnel details.
Vacancies are created as employees move out of each grade, through
promotion, retirement or by leaving the NICS and the model then tries
to fill these vacancies to meet the target staff level for each grade (set
by the staffing projections provided by each Department). The model
shows the likely staff movements each year and can identify potential
surpluses or bottlenecks at each grade.

125



F.5

F.6

F.7

F.8

The results of the modeling work concluded that the staffing reductions
could be achieved within the timescales specified through natural
wastage.

Refinement of the information used to populate the database is
ongoing, as Departments continue to consult with their business areas
to agree the specifics of grade, location and timing of reductions, in
order to ensure that staffing and financial targets are met without
adverse effects on the provision of services. The NISRA model is
updated as necessary and thus provides an ongoing overview of
pressures and easements to facilitate effective and flexible workforce
planning.

To ensure the delivery of the efficiency programme each Department
has produced detailed efficiency technical notes providing specific and
guantified information on the actions Departments will take over the
next three years. The monitoring arrangements include quarterly
Departmental returns on progress against profiled reductions across
the period to March 2008, in conjunction with departmental bilateral
meetings with CPG/Supply/NISRA. CPG provides regular updates to
the Personnel Directors Group and Permanent Secretaries Group on
progress and pressures in the exercise.

In addition, in order to facilitate redeployment of surplus staff, CPG
collates and circulates, on a monthly basis, details across all
Departments of surpluses and vacancies, both current and anticipated
over a rolling 6-month period, monitors and approves requests for
trawls/promotion/recruitment (including all placements from General
Service Promotion Boards) against known or anticipated surpluses,
provides, through the Inter-Departmental Redeployment group, a forum
to agree policy and future action on problematic redeployment issues
which would otherwise hinder achievement of the targets.
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ANNEX H — TEACHER AGE PROFILE & TRAINING INTAKES

Table H1 Table H2

No. of teachers in all No. of teachers in all

schools in NI by age, schools in NI by age,

2005/06 2005/06
Age No of Teacher Age No of Teacher
20 1.00 45 470.84
21 1.00 46 493.72
22 53.06 47 573.53
23 198.68 48 618.69
24 348.24 49 737.22
25 462.73 50 750.91
26 509.82 51 797.56
27 579.35 52 711.40
28 581.50 53 708.66
29 614.94 54 635.15
30 596.41 55 521.66
31 621.94 56 464.12
32 702.37 57 359.13
33 685.31 58 265.79
34 667.09 59 213.58
35 654.03 60 116.80
36 641.12 61 90.65
37 624.28 62 56.56
38 564.31 63 33.28
39 527.35 64 31.25
40 502.60 65 11.28
41 487.72 66 4.12
42 435.35 67 5.06
43 466.26 68 2.06
44 497.91 69 2.06
70 3.03
Total 20702.49

Notes:

1. Figures for Nursery, Primary, Special and Secondary are from the
Teachers' Payroll and Pensions System

2. Figures for Grammar and Preparatory schools are taken from annual
Returns from Grammar schools

3. Since the annual returns do not include details of age, estimates were
taken from the Teachers' Payroll and Pensions System.
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Table H3

131



ANNEX | — PUPIL: TEACHER RATIOS

Table 11

NI

Primary PTR

Post Primary PTR
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