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PBRR2RGEER  SRELRD R EE2 A #1574 - OECD A% 4 2008 4+
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Sonrce: OECD (2014b). Survey on Managing Budgering Constrainrs: Implications for HRM and Employment
in Cenmral Public Administration. OECD. Paris. www.oecd.org/gov/peny/2014-human-resource-management-

suwvey.pdf.
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Source: OECD (2014b). Question 5, Survey on Managing Budgeting Constraints: Implications for
HRM and Emplovinent in Central Public Administration, OECD. Paris. www.oecd.org/gov/peny2014-
human-resource-management-survey.pdf.
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Tralning System Measures

Reduction of training days 10

Reduce travel costs to travel to events 11

Assessment of training needs 14

Reduction of budgets 18

Shift employee training to employment desk 22

Have training policies been affected? 22 b

Measures introduced to increase efficiency? A
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Source: OECD (2014b). Question 9. Survey on Managing Budgeting Constraints: Implications for HRM
and Emplovinent in Central Public Administration. OECD. Paris. www.oecd.org/gov/peny’2014-human-
resource-management-survey.pdf.
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Other 11
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Sonrce. OECD (2014b). Question 7c. Survey on Managing Budgeting Constraints: Implications for HRM
and Employment in Central Public Administiation. OECD. Paris. www.oecd.org’gov pen 20 14-human-
resource-nanagement-survey. pdf.
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4o [5) 3 Bl 3L F & (Cabinet Secretary and Head of the Civil Service ) Sir Jeremy
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R AF F i E (Office for National Statistics ) A /A 2017 /7
AN @3t (Civil Service Statistics) > # 8 2017 53 A& > BB AHAEAHRA
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FEURABIBEERY > TRD 20% 0 48E 10 % 5,758 Ao

Sir Jeremy
Heywood

2 Sir Jeremy Heywood (2017) “How the Civil Service is preparing for Brexit” sk H
https://civilservice.blog.gov.tw/2017/07/11/how-the-civil-service-is-preparing-for-brexit/ » fiHHF K]
201710 H 17 H -
P cIRER 4R ST 22 (Office for National statistics, ONSY A B RHMA SR MTEE 0 HEH
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https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/publicsectorpersonnel/bulletins/ci
vilservicestatistics/2017 » HEEVIFRT - 2017 FE 10 H 16 H -
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Figure 1: UK Annual Civil Service Employment Survey time
series, 2008 to 2017
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Source: : Office for National Statistics
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Figure 3: UK Civil Service employment by responsibility level, 2008 to 2017
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Source: Office for National Statistics
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B~ SATHIELR € 3 48 i (Executive NDPBs)Z 3474 &
B R
—-¥E
ZRERABS RABFAGTEWE TEEERAENNBTEL8HK
XM ATRYVBERAE EEGE EHEFREGEZETEALS FoRIF
EIRHAMT 0 AR T R ENBUFS B i (fringe bodies) > 2] 7 1970 X8 2|
AGMHAR T RALH TR - RE ENRHERA - EF ¢,
MR RBRREHERLE R 1979 F 3% B BUF £330 R LB EUT S B a4
3t H R R4 ) JE 30 & 2 48 27 3R & ( Report on Non-Departmental Public Bodies ) »
&4 B JE SR 4 £ 48.4% (Non-Departmental Public Bodies, 54 NDPBs) - it # &
BATHEE - AL B A03g T (B|34E > 20131 7-8)-
JEER gk di (NDPBs) 7 5 A w858 R » 2 5 R HATHIE IR & o 4 da 2k
(Executive NDPBs ) + 343 P JE 3% & 2 44 4 4% (Advisory NDPBs) ~ 4 5 1 9k 3¢
& 4 4 8k ( Tribunal NDPBs ) & %5 31 B B & 8 € (Independent Monitoring Boards ) -
FPHZBATHIRR G AL MM A BB HRATHOEA - AT (2445
2014 : 11-12) :
(—) BT HLPERRBEE RALBRRFATITE  BE  PATREHFHE S
(=) EHEHELH
(Z) @B BHAXABE  BEMAENGFEAN ZBRAGHEE - 2545
H o 2 ESMRERAR N F) AR R
() RAEBITEHE » &IEKFE (executive agency ) ;
(B) AAEBEETEEM > BRAK £ Edbofr s
(N ERFFGIAE RAEFR -KREANKATEAPHERAL ZAFRER
T AR TR
() FRENELERBZERGE > AAREAABFIE -
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AFHEHGEAZEH 1979 £ 2 492 18 ~ 2006 4 198 18 (%]3¥4% » 2006 : 21) >
B ZE2016 43 A 31 Auk 2 112480 & 399 18 JE38 6/ 4 48 4% &9 28%( Public

Bodies 2016 : 19) »

1 i ) B R " - vy ' SRR . 1§ VB

Biaecutive NOFA: @ Aduizory NDPBs @ Tribunal NDPBs i
Ak A MR 0 e PRI IR G Kkl

10 : 1979 £ 14 %k NDPBs # & 4L 8

BHRRIR  #38 £KF > 2016 ¢ 62

EA, (40}
9%

35% with advisory functions (141)
33% with ‘other’ functions (133)
28% with executive functions (112)

NDP3, (399)
86%

3% with tribunal functions (13)

11 ~H @R B A B

# #3 2R J& : Public Bodies 2016

BARAERD M E B HRAH A BETICEA B BATIE IS & A 2 il 2 B AT

] B L R R AT R AR M 48 4 4l 4 B2 o 3R ) 4 R %R 48 72 Elliot Brinkworth & 5% o
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SRR &N,

2010 3 B SURENHIESR e AL ad (NDPBs) 1382 F ik - B8 F
B ESS S A ARt RCE T MEREEE X
PRE -HEERABIFELEZTE FNFEREECN AR RAGRM2E
BNERFE - RRAXEEE (B391& > 2013:89)¢

TEN BN E AT A ER 0 2010 £ £ 2015 £/ A BHERI LS
290 18 > AF1LABB 190 {8 - 3t B4 165 L E 70 MERT » B 98% /R FAH 49 ik
ik REMA T TR RE 2015 F3 Boikd 3 ke L (RIS 2.6 )5
2011 4 5% % 4t 48 4% 82 7% (Public Bodies Act 2011)» A ¥ By AR IR ~ 2 fF R 2L % o

2015 4 £ 2020 F 9 2 £ R & =8 REBAT 5 — 30 F BBy SEPRIRAE
HE e - MHEAAN AN LB A THRETHMEMRLEE
o B 2R R HRAEMNANDEETIEREE L RSB ELEETES
TRHGFE  FERERANBRERAAFNENRG A 2L BB HELE 12
R RV B P E T A

BB AENFEAN RGN AR Y £~ BAT 30 RA£a®aEs 7 A7
AR REX 7% AT DAL a®BE T W I%EE Bl
RERIERENATZH &

(=) BEHERARERE B GHAUNE HRBRESTEEES
AWhBIAT 30 At k38 &1k - 44 K =542 32 Elliot Brinkworth 45 71
REAFFTEGHNBEAHHUCBL L BB B M FEER > T
BEE -

S etk B TR B 4EE ( GOV.UK )” Achievements of the 2010-15 Public Bodies Reform Program”
http://www.gov.uk/government/speeches/achievements-of-the-2010-15-public-bodies » BEE{ HHf : 2017
F8H I H - HFEAEMAZEEH - ARSI/ N RIE4EH Elliot Brinkworth Z=H A fy
BRI AR REER B FHEGER » g —% -
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(=) RAAZARFEE  HTRIMGKRBAMMBAEATHAT "R LB
B2 BAEMA D R4F63E F R (Partnership between Departments and
ALBs: Code of Good Practice)Z & B] R 4% £ & ¥ $h4T °

(Z) FHAEERGI : BEENH AL E&ME R BB MEE > M
EEBEAS A S AL A ARSI N LA .

0 Top 30 ALBs

Cabinet Office  Rural Payment

Agency  Envirmnment - Public Health
Driver & Vehice g%.y ey HHCTS L:g::,ﬁf Englnd
Standa(r]das Agency £0. 5 ‘Ehn E:ean
Drivar & Vehlo%e' N, National Cn‘rg‘ NHS England
Licensing Agancy Agency £110.3bn
£0 4bn ; dbn . :
Martime & C Coastguard £0.4bn. £21bn
Agancy £14bn " N\
E0gon . ' Health Education
British Transpart Polica Authority 5 England
£0.2bn £2bn
At ouncl Englard @ < — bHeaIth & Sacial Care ‘@) Care Qualiy
£0.4bn HEFCE £0.4h Infon'nahon Cenfre Commission
Skills Fundin n £0.26n

Agency
£3.5bn
Construction

Industry Training
Board
03

P.
T~ £0.2bn
e

Q-
HSE £0.20n
£0.2bn

o ,, UK Statstics ;
/ ' AGO  Autorty
Funﬂ'm Defence Science and DecommlssmnmngL » £0.7n £ﬂ2b T t‘.Ofﬁ 3 )
L 5 aluation Office Agen

e - Tedhvokgy Labostory  Autorty 0RO 0 B ien Gt Legal Senvice £0.96n St

2050 £1.4bn Senvice £0.5n 030

B 121 30 AN asBTEE (kik—)

=~ REGPEH A

NE PN ESEA T AT R e At A E R Al (Triennial
Reviews: Guidance on Reviews of Non-Departmental Public Bodies ) $A#7, %5 JE 2% &
NHEEBEZPERE  HE MM FEALRRA BRUFELT W T
AT IR (BRI 1 2016 1 62-66) 1 2016 £ 1 A 4 H LA Z 24 A

FE g3rdlspe N ka2 | (Tailored Reviews: Guidance on Reviews
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of Public Bodies’) B/ Loy = F 473748 - ALK £ 3587 WEMA T AL MR
RENENBEAARARBEA GRS PEGRETALL LNt ag
FPERA BERF T REFMA R ERBRANGGZER 2 H Y RET A K
B3 EATHORE AR AR LS H » BT (M=)

(—) 4B H

Lét# ARG AENE  HEAXTRBBEEE -

Qdn kR GEH L AL > AEEFEUTES
(DERFATERERLAE OFEBEHAIGHEL - HEeBERRGETHRE -
(2) AERAERHATRE ABALBYERTRE RIFGERA > i

AFANLABHRETNE -

(=) AXRA
1.:8 %M (Proportionality ) :

FEREENTH LREASAKGMABANE - £ E B¢ LHMEF
BONLEBE RERRBLTE -

2.3k 81t (Challenge) :

FEBLARBM  FPEAFNEELAE SN LaBRBT
FRAXRERHGCERF TR RN EELRBRA  REFERAERK
REAHRA HERFTRETAT 3 BRR
(1) RERASNMETRE D FATIEA L -

(2) REERFBEET L -
(3) REFHLES > AT EHE > ARBLOENFEL -

T BRI
http://www.gov.uk/government/uploads/system/uploads/attachment_data/file/633573/Tailored_Review
_Guidance on_public_bodies V1.2 July 2017.pdf (#HHNHHA : 106 28 H 11 H)

§ PRI SISV | BRI BB - PSRRI - BRI BT AL - FE
IEZCARSS - HRTEVBCE IR AL - @8 NDPB 26t (FERES R ARSIk =2 A SR
BN ER A
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ARBINLBERBE ERBRDENEL - SHEBERBEYEZE -

GIERGRE  HERBRAKB W FAANTE -
3.% %M (Being Strategic)
(1) FEEBRAAEFRAEFNMIE AL ABRES— AT

E VAT 1 R
(2) TR AR = F 30 3P4E £ A A NWMMAE €8 S

FABBL Y 4 A R B L R AT IRAS o
(3) S BALIRN 2019 £ 9 ARMEAMA 2 { QKRB PR AELAERE

%A KA AT

4.8pe5pk (Pace) :

FERIFTAMH AL BN FTEEGYE - EXRHELT BE 6
BANER IRABEEESZE I EANTR - FELARERHNETRUAL
BPR P AR P4E  RENPER RGP EABZIER -

5.6, 4 (Inclusivity) :

FEEZNHAELE ZIEARELRLH BHTROEHAER
AEERL MEMNENGATEARESREZR  BAFEREFER-T
FiBER TN ERAARAEHGA T ZARYORAREELZRAE
BRARRAR AR F N -

FerlLATATEBENSIRAL - LARE T ONTERAS
BB R R LTRAREF AR L IEER - BB BN MM
NEEMEBEARKONERGFE - FTA P ENBEHBEHLHBR
B A H R AAER X B & IFET

6.3% B4 (Transparency )
REGREERDABER JUTHERE N LU BRBRMHBLHAE
RERAFBREFFERAREZRA - RELRASFEHS (GOV.UK)
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T B RAREE R B R IEE N o
(2) 5 X Ras

SPEKE LB NAZR B RBE BRI B RITE B AITELI NS
MO EN EL AR NMMAER E-EFEREA REAMARESEHEE)
AN (100 BB T k)~ BB E - B EBRKA TR » ATRFPENFMA
HERGERRE -

F—BFE BehNEMATH AL BBMAE N ARAREZERE &
NEBAERRAELRATGRERERE - FRTP4E oh L aBEHRE ]
HRAEIEHERALEEE ENERIITE MG A EBUE N EBERRET
o

MEAAZIFE N ARITFLIENEAMAENEE o ER AR E
AR FTREALMED LR XBLRTF - &M TEF (departmental
non-executive directors) M&3% 8 E 3t EAERAHBIIRE ~ IRBFRBEHREFHE -
WRAALEBBBER -~ RTE L XEN e AN NPT EFREEET
RE W f —BrE FPTEFERSETEBR - 2R F ZB3P4E - Qb
THRABBAREYATAZEIITEFTHLARE -
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£ ~ 3B AFA R IRE S35 9 SRl 15 Y

— " XE%RF

FARAERXEINRAREMBABRRERFYRAT BB NHFANE A
2R g9 H X~ FELFRIEE  REMABCIERNE - biE ik d £
BOpAR o Kok R AR T 2 8 A A B IR EF BT B AR e Uk sk R
X B4 % (Civil Service Learning, CSL) - X B4 8 B A 4k 5% 2 R E/E 4] F 18
With > MAEXZZAHRPEGARAITIRBANRSICAZD 7 A9 B -
(=) XEy%EAREL

B 2011 £ 4 A " B REMA 2 (Nation al School of Government, NSG) |
ENWAENEMATESRE TREUE A o R TXTLY - s’
REMZERBEXETEEZETHRABHM G BEAFERGE IR AL ZE
SHEEXTLYE  #N2012 FhR 58 EXBXETLIHE -

"XERYE EREH4E T AR ORE  BhSh— KB BEFTXED

REI 2SR RERVBAVREE X2 A - mB 2012 Fi&45 0 XEFE
B2k ez hdF RS m EmA a8 (Capita) 448 —F 2 R AR
RORXRYOMA (R¥EE > 2016)- 2458 > XETLEYEH LB NEBL
EEHE RLAABRAXTIREERMEZAG  MEBR T IRE A 6HEME
TEBEINF A R D RARAEAT - BrB A RBMLER -
(=) X &2 FRH AL

REAXTIRBATHOABLEG T LARBCRE  RE—HFe T TER
2o RBRFEBEEHRERRINMMAASMLE > SHRAMERZCREZEBEE
BEZERE MAVWRREOXER2ET A AL KRBT Dol (a4
BHEGW S EERE) wBEUARBMELY > BTSN O E G R 4k
1~ BRBIRAREPE -
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B2 XER2ERHEERAOGTRAZAANIBTRAALEERE KA
BH2EHINRBEXAE ATEFBRREABREALARGL2E T AER
XEHE R XTEY HEERIATE Y AR S T MR
Pr BT ZE R HPITER T REIL (4m 0 2012)

BEBMPE IR AHFABINRIB G R » 2 R — A
PE M S RICRME O NGRRAE o SN R BRI S RN R R

RABER > AFE ey R EEIRRASEETHIRE -
= ~ DR S

ARF BATRG R R L AZ NI FE LI RAE R ER R B 55
43 R &R 2R —X T 25 (Civil Service College) » & F & 31 B 4 4 K 2 4 5%
# % 3 ( Department for Continuing Education, Oxford University ) /347 & B B
F 7% %42 X 1% Professor Angus Hawkins » 3 3% 3% M A% A $2 4 69 21 4R 3R A2 FEBR A 3R
BRBER -

(—) XEZR

X EERF 2012 FR I HRREMATRE NI A PIHIHFAEE
Ko BEIRFERZ RGN FRRR AR T BERRBFLIRF S
YR AZ > BEEYEREEE > UAERRE LI RFUREAFH AL B ATE
RE K o

SUE 2 TR 69 48 3R AR BT 4% 0 BEBER G KA - B FAT GBRR AR M S F
K B IAE R AR AR YR BN R AEAT AR S TFAEH T P o
XE LR INGRET H A =4 0 55 AKX E~E (Open Programmes)’ - 4

4 P9 ¥ 32 2| (In-House Training)'* 24 & % # {632 #2 (Bespoke Training) » i% i@ & £ 3%

P IEERRIEITE (10 A) BEISE] DALE 2B (U M S EE A 4EH N A3 | SRS 1 B84 T - IE A TR
T AR TR T Y M B EEE A FFEBRHETT  Fornil &l H.0088 1
B HE T/ENE R SR EIRE - BRI BB 49t © www.civilservicecollege.org.uk/
(HEEXWHHA - 106 10 B 5 H)
10| 07 AL R AH SR R TR TR B B E - BUBEME ] 2| SiERR IR BT
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7
=
&

U REGEINESRBEER MR ERT AT HER NI a2

I

BRI EFEAE DR RBZFERELTRELIN TUREERIFIIR
NN B B RE AL -

XERRREL A IRAR > HRT - REGE - AT MHEE
EHERREENMAABREERE  HTARMENE REFEHIRT -
HEFERALRBUFIFT - R¥E -~ REABRBERITBMETL/E  BERYETERZ
AMBAERREAMRIIFZARAL REHARANINPIANTE AR R AR
BHARGERBIERERUAB GBI B RS F2 FLR - BATHE
RERAGREOEEE - TR #®8 - Sk~ PRFMBEMAF -

ERXELHRREARBEALN HRAHRS AR TLEMRIZEL S
Christopher Ng &7 » #— S AR E XK > B L E A L@ pm
fe@ikm AR RN RN REEH T ERE CERBOFE e E
EMIR - @Y RHFEE S XTI REEE > BHIAZR T HEIRR
TR MBLREXTRRGEAGLEN S TRAERESHFRZAAL -

A AR ETHIEERATIEI GG R 10 AT NIRFREE
oAt £ 359 €KX % Sr. Christopher Ng B JE » 4u g 0 & » € M43 Fn
B F o MG A AR R A X ARE R AR AW
P MG HIE N B T ERFF ARG NI B AZRIER ZIFFI4Y
YRIFGHME R ERERK S BHET ATy DET B R ERIH
B Z AR AR EL

RS HBERAHEFREFA T ERINKRNZHEL TR LS
IR ERFRRECINRMBAALBSTOREL S TTRAXE
PEBANFPIERERENESFEMATHRBES  REamof EXEYAE

il e e e SIER A s i LL%—IJ//L@ZE%EF‘ T TAE A BEB S SN W PIRTT

FIEBEHTE - RSB HEE e Ll © www.civilservicecollege.org.uk/ (EELHT & 106

FI0HSH)

Wl SR SRR S B RS+ www.civilservicecollege.org.uk/ (fEENHHEA : 106 4£ 10 H 5 H)
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WRE R A ERABNARNERRFEZIANIMILE TBFT 500K e
(=) FEREABIE N

SR RBMANERGAREET > B IS ABLERR 4 T EMTEIRAR » %
KitZAFBCHERE  EEMABMBRET AT P ey &84 %2 AR A
ERPEBHBENR A LEITHARAREFHERZ  GRIARERXGIRAEZZE L
REEI - FE - AH X FEINRRAE - SLEIRFR > AU FT LSS
EREZENEMELEABROBEARE  LHERE - A LB RREERAE
ABRIARIR > RENEE EAEE AR -

FHERLHERETHLOTARPUTRME > £FERERPGINGRRLE T
MRS ERERMAR FTRFFALEH SRS R ER T 5514
MEEMER BUTARETZHFIHAR - HARBHHRMEERE S (£
B IR FRMRR) R EIRFERETHFERERBAE LR
R HATE S ~ Fo AT BE M

ERRABRE PRWA LB MBI AR SEZ BRI B aa
b4 345 2] 4R AR 2K 0 #E Professor Angus Hawkins % 57 » ik A0 &% T > &
MEY| B AT ER IR AR B S H 2SRRS4 R BGEEE K o 3
AT @KL T E R NR - MARE - BREHEES LRI
Hulfoma > BAINRERE  AZVBRMRIEREORE - ZL KRB E—
TP REH LRANEARZE B BB Z &3P 8F 0 Professor Angus
Hawkins B /& » REEINEMA TR > S9RMEHEAH I 0B S5 Bl mk
A RITEAD 5L B R E TR 2 R B R A Bk e BR

NS S

12 SRR BT B BSR4, » www.conted.ox.ac.uk/ (HEEVEHA - 106 £ 10 H5 H)
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e ~ 4T R
—~QNHEANERE

A AU LRI E AR RBIAFR AHFABFARABANAEE
gk EARBMALRLS - BRARAD (OECD2016:9) £A&HAL&E
HPEERABGHERT  REABAXEREAIRAE  ZE LAY B ABEATF
BMEARAHAERE T HEREALAFBABZRD TRARMMES 82
Hee s BIEABAERD GREE > 19995 TR - AL > 2014) >
ehiE® TRE, -EIBTENNTEEEETFLRE N T LD TR
AN -RPFTHEAANEFR 107 FEATHGMEEHEPEET T EH -2 F -
AT A XS ARM AR TS KT EHRE > RTEBRFURAL

LHRERANZER L ALBEASRRT LHERAELHHE 24 OECD
PELERBT HRANFIIRMEZUEBEEGRZOANRRKIFAR A=K
FERAAEZ ARG LG T BRARYFREGNHANR AT a Y
ey E R (OECD > 2016 :48) - ARBHAMGELMANEBANERZ —3 -
BAMH Rl TREAGRAMER FEARS MABRANARIRIE S, LHE
ARBADERARE  BFELE T BEEAS EABURRS Z L% -
S AFEHEEHKX

S/Me5R 106 59 A 13 BEARRMBARTIETRBELHE T 107 FEF
B3%MAH L - BEA® ARMREE A 64559513 (The Times) » £ #hEF4R
(Financial Times ) B /4% (The Guardian) % 58 % 75 | $AAP B AR 7 4R 8
NP E LR 1% 0 Bl EE8EH 2% - BEA B A 1.7% 0 BREA B A

A4 BRED BERABHARTRSG RBAEK > W 1% B 1%U—%

U G HEERTE 4 BEERES AR -
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MELLHE ENEAHABRTILRBHE - AEES 11 A2 84440
Bl (AR -

MENRBRBARAFNES SR TITE R 2 AR A AR H AR
FRERSABEH ERZ N VRS EN GRS ERREFRE IR £
ARAKMAAE (RABWAS) RABHBREARME R TEATRE HARE
WP BB BEEERBBEEMERE THRBEHEER EFHESE
AAB BRABABGREBERE  MEGSEHRAB RBBHAREHEZELA
AR o Bk R RBEAA NI KREAS LR 1% mAH 2% RFBER
ek T - HAE FEMAE (Office of Budget Responsibility)) &5 > # % &
BRHSELBELT -

%A ANE R 1% d 8 388 (headcount) & A B # 2 (compensation ) 48 5 i & -
EF#8 (Pay) XIETRF  AMHAEEHET > wfTHERSAAERAZIREA
LBRBUREEZ - KRR - ARCKEHE ABRE - RS EIF T AT
oA EAARAW ERESERA—F UL B2 EREHZAFGREE - 4
2010 FALHRME AR  REMEARLRELHAET 1% LR BATHTH
B2 EEEAAEIRATHEBEMRABEE_REHEOFS G R4
RBUIZAFRAES  REEOERSG 2L THMEEM - HFETRAFE
ERMMEZ =5 BB B AT SR AEAR AT RSB IT Y F E KA
EEBMABRHBFTARERGORAGHAKFTHES > THRARME - 324
UAFERBIEEF X BT EHASRMBRIZTITE U R EHRHF
HARRIBA G2 BERM -
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A

(—) HBHEERITEEAHE

BBy A £ A TR E

ERER ATEUEAR

HFEMER ATEREAZ K

e

~ ATBURE AR L RIFEMR

Ee #

RBTECEAB LR sk H B (2R3 B &) ~ 8RR - RABE A R £

35 0 b4 F &

FI

BILRA LB RAEREEK
b BEEBATAMEZE
B-RESAAAALZMA

BABERETHITHMRMIESGZ
NEER BAABUEARE B
RPATH KB BEM > 8 F HRE
FHRAME ~ 5l R ERIT > FRRAT
BRHMAF - a3t fERSE

i 40 & P EXETe (REAANBRRR
HEMTES) 135 - 43 F
112 18 4 18

—REBEEFG R
M NELERHELESE

o efet RELAEA N

—BREFEFG R ZHERBAT
HIEEHeRMLEFE 123G
HRHE LA BT
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He YE B A

A3 BIEDHAS S AR THEER - RRAH AR
INT EWE T

MR TR EFEER ~ | TBURAA EEMMEEA N
e FPEERIANE | KKK FZERAEGTOIEA

BABEMAIERE + 7 RAF

FRRIR ¢ SEBIH4E (2006) R BATREAAEEH
(=) #hzxsm

1. #EEH

FEIES gt 1970 FA B3 he 231 2000 18 - SATHEIES G
AHEEROPABRTEEA)FLS00E > HAKBES - TERF AL R
B EGRB ez SMA c Atk - ARGUET  HEXIRI—HHIAE
BN BFEZ — o BB ILIRIREBAITEHIE AR AR R (TEUE
ADNTHAT 3 W BAITBCEABU ARG S EAERA ) HAF R R ZH
ATECEANABAE FRF] > ABmE BTN ELHBABE X ERFEZE
2
2. FRANH

Woaadauao® | 4 f%e® Elliot Brinkworth AF#24t 2 B % IR &
72016 />3 a2k 2 1/~ 42 | (Public Bodies 2016) » IR i - A £ BB BIAR
R BARS  RAMHE - Mt HFEI LS ERE - 2R T L
bk~ BIE - 5 ST RS - MR FHoK BB T~ BUFHB
B -FEBEIN - EFTRERTAFLH WAL FRMER > T
HINR BN ANMBRAEETEESE (AT - HBREGH T AEZ
ITBOEANB R H B4 -
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Department for Culture, Media and Sport

[Jeplt Depanment for Cullute. Media and Spod == I o ]
il National Portrait Gallery )
Type NOPE S s v . S
No. Bodies [ " [Regulatery Funclion [No
Adidrass 2 S St_Martin's Place, London, WG 32H DHE - o =
|Phane G20 7308 0 0055 = |Email |archiveenq_uirv@m)6 org uk_ S
Wabsila hitp Tlowirw npg.. arg ukl_
Descriplion/ Terms [To promote, thraugh the medium ol portrads, the appreciation and Understanding of this men and women who have mude and
of Reference 70 making British history and culture; and to promote the appreciation and understanding of portraiture in all media
Notes Established 1856 The Chief Execulive/Secretary remuneration included in this return relales to Sandy Naime CBE who

retired as the Gallery's Direclor in February 2015 His successor, Dr Nicholas Cullinan, took up the post of Director in April

2015
1SRO Victona MacCallum [Head ol Musauims. ALBs. Honours and Apg s} = 1 _

Statistics
Chair Sir William Proby ~[chairs £0 ~ [Saff Employed 280
Remuneration (F TE)
“AQ (Chief Dr Nicholas Cullinan *AOQ's (Chief Exec/  |£95,000 - £100,000 |Public Minutes Yes
Exec/Secretary) Secretary)
o Remuneralion -
Ombudsman PHSO Public Meetings No Register of Intcresls |Yes
Government £6,634 [*Gross RDEL or £21,733 Audit Arrangemenis [NAG
Funding (£000} Gross Expenditure
(£000) —
lLast Review Last Annual Report  |2015-16 QCPA Regulated Yes
Appolr B

IMinislerial or Paid or Unpaid Male Female Gender Unknown /

Non-NMinisterial Undeclared —
|Chair Minlsterial Unpaid 1 e —

embers 16 ministerial Unpaid 9 6 . | -

3. ReEA
KRETEEAZEECGPERARMTICENEE =5 T2E (£%) RE

B RS 16 %ARE 1T SRR HEEERMEER MMRIMARE - 24

BRBARDEAL  MATBEAFEPITAR - £E& (%) AR BRA

ERFECFREAFRUEGERRRECESBEFRBITIE - R A DA

WNFEITEPEENEALENGTENL BB 2R - ANEREETH

BEZHZ 54T

(1) BIGH#HH oL GBERETEAR  FURBZ ABTE
BUENERE > ARFEWI2EZEH  wLEFELEREHRRG
Hia S X RERY > FRAGTFEEEGHUIRBHES AT L
g_ o

(2) Bewkits BERAARETIUR  XBAMLEEBFASTA
HHRZREMM ZWEENHBLTREEORRARGHEZ SR
ABHBNEBATERL  TRARIFEREZAREREH L4
SPAEEE RITFEEH
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(3) p@nate  CHMBRERLRQSAREBETEL XA LB
BORPE  RER4  AMBOENAZRELER  LFERTE
PR ARIE 2 S L FE AR 2 T AR o A LSRR X IR K
PP BN EIF A IR A RIS A R A R B A 1) B 3 R AT
FEBAEER -
w o~ AR ARV
L HAERBERFORAT HRAHABINRERATAHLEAAFRE R
ERZ — MRIF LY EEBOUEUERA ISR T X B AL kM RS
L XATHARNFHABINSRBARMICARBILAB RO ENLELE R w
FEEER
(=) —BReYERIZIN B ETRHMA AERAR T RINKRBERFZHFI=ZF &
AAEBE  BINATAE BUAANTROB/BTAELEE > mIFUGE R
RAMBSHRZ o o Metsma FFI2 > 3L B BRI AHAB A -~ 454
Bos o REXEKRLEEESES EHE (OECD > 2016 : 37) o {22 3
RAHIEBILFRY TR A RERIEINEE AR REARELA TS
MEME > FILINRATERGEBBENRIELT TR » BR > —sRegERER
WERIEI B X e 0 REILARHAHFAR ~ MBI AB B T IR K
HP=FELBERDE
(D) 2B EEORBEAENDTFABE T LT EROEYL  BOLNHBALR
NRAREZRAEMEE  EAFRIHERANESL SR SHELBAEE
W ERARERAF FEREER - RERBARMERAG E2T B8 A
Ao ~HARLEYREM RN  HABMRKFET UM &
EHMEEEMALBA LRI RAENE - B EABABLER
HLEHME RS mBME TR B M8 S A A A
RE mgy e
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(Z) @rAx 0y RE—FERAZERZESZ QP EME0 1 1
S Yo 3818 5] FARFR K > hoRETL ISR P 28 60 B 0k > F 440 HHIE 69 26
P 3 B HSR LR AP 89 5 00 IR - A AT 2k (M JEqE
REWATA) KR E TR B MR MR2Z DGR o &R LB YAT
BAFERAEERY LM BERS > AL IFOAE  wiERE
s RHBGORAMERRFEEZRAUMILE  TRARTSFOKRE -

(v ) %8 44 R (FRIRAH 3PN AT R B R 42 ) TAHBATR M F R
VMR S EH] L  FRREHLHBRRE BAYTHARARA
RS AR BB MAESFMER EABAR BRI Y TERY
BT FURBRBEBARYE THANBENAET TS AHFAR
Z BRI MAiaF R OEMEH 2 44 -
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E el T

i 4

FoEuk s Ak (2014) ARG BEFT T EFERLE  THEATITHLE
R RS -

ITBRAFATHA (2006) shBlEER R B RATBUEARE RN ¢ ERTEH% -

&(1999)° 98 FEH R AFHRIEH A Z ATHRAFITEHS HBARE -

R (2016) ) 2HILERTHAXTINRFNEZSE » FTHEAFTITRAR
€ B4R -

B4amE (2003) HEAFPIHEHE L LG BRIRIT > BUEHEHE - § 18
2 H 71-100 -

B4emE 0 (2012) HABEHEHH—AXTHERIRREIL AFATF £ 324
#1 > B 33-41 -

#4505 (2014) FEAXEHENLIMARERE  AFAT F 341 81 7 9-18-

Bshmh (2014) THASBBE AL TITHFELIAR  (TERRARERAHE
Be LRt s -

B3 4& (2006) 0 ITHGEAREHEF R R L RBZHAR  THRAFITEAS 95
FREHARE -

Blafe (2013) 0 BIATBUEAB R FEMP XA R TEIRAFTES 102 4
RAHARE

K% (2016) HBE A B RTHEAGHPENERN AFAF 5% 3688

A 61-71 -

s34

Cabinet Office(2015) “Achievements of the 2010-15 Public Bodies Reform
Programme”

http://www.gov.uk/government/speeches/achievements-of-the-2010-15-public-bo
32



dies
Cabinet Oftice(2016) Tailored Reviews: Guidance on Reviews of Public Bodies.
http://www.gov.uk/government/uploads/system/uploads/attachment_data/file/6335
73/Tailored Review Guidance on public_bodies V1.2 July 2017.pdf
Cabinet Office(2016) Public Bodies 2016.
http://www.gov.uk/government/uploads/system/uploads/attachment data/file/579
603/public_bodies report december 2016.pdf
Cabinet Office(2016) Civil Service Workforce Plan 2016-2020.
http://www.gov.uk/government/uploads/system/uploads/attachment data/file/536
961/civil_service workforce strategy final.pdf
Cabinet Office(2017) ”Achievements of the 2010-15 Public Bodies Reform
Programme” http://www.gov.uk/government/speeches/
achievements-of-the-2010-15-public-bodies
Heywood, Jeremy (2017) “How the Civil Service is preparing for Brexit”
https://civilservice.blog.gov.tw/2017/07/11/how-the-civil-service-is-preparing-fo
r-brexit/
Levine, C.H.(1979)”More on Cutback Management: Hard Questions for Hard Times”,
Public Administration Review, vol. 39, p179-183.
OECD (2016) Engaging Public Employees for a High-Performing Civil Service.
Office for National Statistics(2017) “Civil Service Statistics, UK:2017”
https://www.ons.gov.uk/employmentandlabourmarket/peopleinwork/publicsectorp
ersonnel/bulletins/civilservicestatistics/2017
www.civilservicecollege.org.uk/

www.conted.ox.ac.uk/
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Foreword

The Civil Service has a mission

tO support, secure and improve
the nation it serves. Each and
every civil and public servant plays
an important role in fulfilling this
mission and so improving the lives
of their fellow citizens.

Our Civil Service is rightly admired as one of
the best in the world. Over the generations

it has helped successive governments to
overcome unigue and complex challenges.
While the shape and nature of the state has
changed, the Civil Service has maintained a
core set of responsibilities, and the expertise
to fulfil them: supporting the Prime Minister
and Cabinet; delivering the Government’s
programme; developing and implementing

its policies; ensuring that the money paid

by citizens in taxes is spent effectively; and
delivering services for the public at home and
abroad. In carrying out this mission, there is no
other organisation quite like the Civil Service in
the extraordinary range of opportunities that it
offers its people.

Despite the huge changes that have taken
place since its modern foundation 160 years
ago, the principles that underpin the Civil
Service — open and meritocratic recruitment
and core values of objectivity, honesty, integrity
and impartiality — have endured. Today, these
remain priceless assets. Not because they

are ends in themselves but because honest
and economical administration, a strong
public service ethos, and impartial advice
given without fear or favour, deliver better
government; a safer, more prosperous society;
and more secure and fulfilling lives for all our
citizens.

Our task today, just as in previous eras, is to
continue to build on these foundations. To
deliver for the public, we need to maintain a
confident, professional, expert Civil Service that
speaks truth unto power, where talent and hard
work are fairly rewarded, and where execution
is first rate.

Civil Service Workforce Plan



While our core purpose remains, the result of
the EU referendum has set a new direction for
our country outside of the European Union. In
reSponse, we have set up the Europe Unit,
hélhing the Government to determine our future
relationship with Europe and the rest of the
warld. Understanding the skills and capability
this requires is a priority. In particular, we need
to ensure that we have the right people, with
international negotiation skills, to deliver the
best outcome for Britain.

Sotoday, we move forward against a backdrop
of unprecedented change. But whatever the
néew challenges the business of government
must continue. As in the last Parliament

we need to save money and become more
efficient, whilst maintaining high quality
public services. And we need to harness the
power of the revolution in digital technology
that is sweeping the world, giving ever more
demanding citizens more choice, information
and power than ever before.

To do this, we need to attract the most capable
and public-spirited people Britain has to offer,
and build a culture and ways of working that
are as good, if not better, than anything on offer
anywhere else.

This Workforce Plan sets out what we need
to do to make that happen and provides
the mechanisms to react flexibly to national
priorities.

The Civil Service has already shown that it can
adapt to change. Since 2010, civil servants
have helped transform the way government
operates, improving the quality and efficiency of

services at a time of challenging public finances.

The Civil Service Reform Plan, published in
2012, helped the Civil Service to progress
against some key priorities: creating a more
modern employment offer; increasing openness
and accountability; and building capability and
skills in specialist areas previously under-valued.

This Parliament, we must up the pace again.
We want the Civil Service to be a great place to
work —and seen as such — with more porous
organisational borders, where people from a
broad range of backgrounds, professions and
experiences can build a successful career and
achieve their potential. We must continue to
strengthen professional capabilities, develop
world-class leaders and ensure we attract,
retain, reward and develop the best talent from
right across our society. Organisations work
better when they are diverse, inclusive and
open and where challenge and innovation are
prized and recognised.

When people work hard and succeed, they
should be appropriately rewarded. Where
people fail to deliver, the Civil Service must be
able and willing to address this quickly. And
we need to ensure people are encouraged

to develop deep expertise, not move too
frequently from job to job. High quality
leadership is a must to ensure the Civil Service
operates as even greater than the sum of its
parts.

All this requires harnessing the best that
modern, cutting-edge technology has to offer,
in an open, inclusive culture that embraces
continuous improvement and innovation in the
business of running a government.

As in the wider economy, unprecedented

new technology is both a challenge and an
opportunity. Technology is changing many

of the tasks we need civil servants to do and
at the same time freeing up our staff so they
can focus on what they do best — solving the
biggest challenges facing the the UK and
serving their fellow citizens with dedication and
distinction.

Civil Service Workforce Plan
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Progress is already well under way. In HM
Revenue and Customs, for example, we have
already seen the automation of mail processes,
allowing resources to be switched to vital work
tackling tax evasion and avoidance. Before the
end of the Parliament every company will have
a digital tax account, providing big savings in
administrative costs. And in the Department
for Work and Pensions, the digitalisation of
Universal Credit will transform how welfare
services are delivered to the public.

But change is never easy, and new
technologies inevitably change the shape

of the workforce we need. They also put an
even greater emphasis on training, and we
have a duty to ensure civil servants have the
new skills they need to harness the power of
technological change and deliver in this new
world.

There are five areas that will have the greatest
impact on readying the Civil Service's workforce
to respond to the challenges the UK will face
immediately, and in the years to come.

e The Civil Service must do all it can to attract
and retain people of talent and experience
from a range of sectors and all walks of life.

* The Civil Service must build career paths
that encourage a breadth of experience and
depth of expertise.

e The Civil Service must develop world-class
leaders, who are inspiring, confident and
empowering

e The Civil Service must be the most inclusive
employer in the UK

¢ The Civil Service must develop cost-
effective and flexible reward structures that
enable us to attract, retain and develop the
very best talent.

This Workforce Plan sets out how we intend

to deliver on these priorities, building on the
far-reaching programme of reform already
underway. It is rightly ambitious for the Civil
Service, and for the vital role it plays. Yet it is
also practical and deliverable. Indeed it must
be delivered for the Civil Service to meet
commitments made to the public we serve, and
ensure we are able to successfully tackle the
challenges of the future.

- f e D
W

Rt Hon Matt Hancock MP &
Sir Jeremy Heywood
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Civil Service Workforce Plan:
Summary

The Civil Service Board has established three ]
broad priorities for the current Parliament:

e Improving the commercial capability of
the Civil Service;

e Ensuring that the Civil Service is world
leading in terms of digital transformation;

e |mproving the diversity and inclusiveness
of the Civil Service.

All underpinned by stronger leadership at
all levels.

To support the delivery of these strategic
priorities this new Civil Service Workforce Plan
sets out five areas where further attention is
needed. A set of actions and interventions for
each build upon what is already under way
across the Civil Service, and make fresh
commitments on how we will shape our
workforce.

Civil Service Workforce Plan 5



The Civil Service will do all it can to attract and retain people of talent
and experience from a range of sectors and all walks of life

We will do this by opening up recruitment across the Civil Service, advertising
roles externally by default by the end of this Parliament. This will give every
talented individual the opportunity to apply and compete for roles in the Civil
Service and ensure we have the most skilled and capable people delivering
national priorities.

The Civil Service will need to build career paths that develop breadth
of experience and depth of expertise

We will do this through building career paths at all levels by creating
professional development frameworks for key Civil Service professions. This will
build on the success of the Project Delivery and Policy professions that have
co-designed externally accredited qualifications in partnership with academic
organisations. These frameworks will help to map out key skills and experiences
required at each level, and how we provide structured opportunities to develop
these.

The Civil Service will develop world-class leaders, who are inspiring,
confident and empowering

We will do this by underpinning our Leadership Statement, for example with
the establishment of a flagship Leadership Academy to develop world-class
leaders. The academy will work with leading educational institutions and thought
leaders to promote an ethos of excellence, where leaders learn from each other.
This will help develop leaders who are confident, inspiring and able to create a
culture where staff are empowered, listened to and valued.

The Civil Service will become the most inclusive employer in the UK

We will do this through a fundamental review of the employee experience that
integrates social mobility and inclusion principles into every aspect of the way the
Civil Service works. As part of this we are undertaking a critical review of the way
the Civil Service defines and identifies talent. This aims to ensure every talented
individual in our workforce has the opportunity to progress. We must recognise
and reward ‘potential’, and ‘achievement’ not ‘polish’ to deliver a culture that
champions and values difference.

The Civil Service will develop cost effective and flexible reward
structures that enable us to attract, retain and develop the very
best talent

We will review the Senior Civil Service pay framework in line with Senior Salary
Review body recommendations and develop a flexible reward framework for
scarce skills, starting through the creation of the new Government Commercial
Organisation. This will help the Civil Service to attract and retain the skills it needs
to operate effectively now and in the future.

Civil Service Workforce Plan 6



“World Of Work Is Changing”:

Case For Change

The types of work that people do,
and how they do them is changing.
It is important that the Civil Service
proactively adapts to the changing
world of work and shape of the
labour market.

Digital technologies are revolutionising how
businesses work and increasing the public’s
expectations of the speed and convenience
of the services they use. It also provides
opportunities to work in new ways and we
are already starting to see new types of work
emerging in the wider labour market, with
increased self-employment and platform
working. Alongside this, models of career
progression are changing with employees
more likely to work for a number of different
employers over the course of their career.

All of these changes will have an impact on

the Civil Service and we will need to ensure

we are well placed to exploit the opportunities
this presents. Emerging technology will provide
opportunities to transform how we deliver
services making them more targeted and
effective for the public we serve. This is also
likely to change how we work and the skills
required from the workforce in future.

Alongside this, we need also to ensure that we
have the skills and capabilities required to deal
with the implications of Britain’s decision to
leave the European Union.

We are confident that this plan will create the
mechanisms to transform the way we operate,
enabling the Civil Service to respond to the
challenges of today and in the future.

The Civil Service has already made great
progress. Since 2010 we have transformed
delivery models, implemented a programme
of reform, centralised services such as
procurement to increase efficiency, and
improved government transparency.

Over the last Parliament the Civil Service
achieved savings for the taxpayer of £18.6bn
by 2014/15 whilst increasing value for money
and providing better quality services to the
public. Additionally, the Civil Service has
reduced by 20% since 2010, representing

a significant increase in efficiency and
productivity, which has helped to save
taxpayers £2.8bn in 2014/15,

Against this on-going backdrop of financial
restraint, higher public expectations and

emerging priorities following the EU referendum,

we must continue building upon these strong
foundations to increase efficiency, improve
service delivery, and respond to changes in the
wider economy.

We are confident that delivering this workforce
plan will ensure that the Civil Service continues
to respond proactively to the changing world,
maximising opportunities to exploit the benefits
this presents.

Civil Service Workforce Plan
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Attracting and retaining people of talent and experience from
a range of sectors and all walks of life

The Civil Service should be a place where the UK’s most talented people want to
work at some point in their careers and make a contribution to their country. To
facilitate this we should make it easier for people to be able to move in and out of
the Civil Service, bringing their skills into government to tackle the hardest national
problems, and acquiring experience and new expertise that they can take into
new roles either in the Civil Service or the wider economy.

The case for change

In future the Civil Service will need to be
smaller, more agile and have different operating
models to deliver services. The world of work is
changing too as technology reshapes roles and
enables smarter more flexible working.

Models of career progression are also changing,
and along with them the concept of a ‘job for
life’. People are more likely to expect to change
employer during the course of their working life,
and they want choice about their careers.

To ensure that our people have the right skills to
deliver our national priorities we need to create
more opportunities for movement. This will allow
civil servants to gain a more diverse and broad
range of experiences from working across a
number of different departments, agencies and
in the wider public and private sector. It will also
ensure we are able to respond to emerging
priorities and can swiftly move people inte, and
across, the Civil Service to deliver key priorities.

Our people must also be able to work
confidently with other sectors, and international
organisations, as we share delivery of outcomes
with external partners. Developing partnerships
with other sectors will help develop these skills,
and also increase secondment opportunities

in and out the Civil Service, creating more
opportunities for civil servants to spend part

of their career in the private and other sectors.
The Civil Service can offer unique experiences
to those in other sectors and bring valuable
public sector skills (e.g. policy development and
implementation) to the private sector.

Increasing the mix of people from different
sectors of the economy, and walks of life, will
ensure that we have best practices from all
sectors and improve the quality of services
delivered to the public. We are confident that

we can continue to develop excellent people in
the civil service who are able to compete with
the best from other sectors.

Where we are now

e Despite lower overall numbers, Civil Service
recruitment is at a post 2010 high and Fast
Stream appointments were at a record
level in 2015, over double the number of
appointments in 2010. The number of new
entrants to the SCS is at historically high
levels.

e The Civil Service Fast Stream is bringing
in the brightest and the best with the Civil
Service recently recognised in the top 5
of “The Times Top Graduate Employers’ in
the UK.

¢ We have opened up Senior Civil Servant
recruitment advertising roles externally by
default, since January 2016, to ensure we
attract and recruit the most talented and
skilled people. Over the last year 23% of
new entrants to the Senior Civil Service
vacancies were external.

Civil Service Workforce Plan
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B ut, we have more to do

Overall, our recruitment from outside the

Civil Service remains below pre-2010 levels.

We are often not considered as a viable
career option for those working outside the
Civil Service.

Our current exit practices can be too slow,
inefficient and risk averse.

The Baxendale Report found that the Civil
Service had more to do to provide effective
induction, develop an alumni network to
maintain links with leavers and a richer
recruitment selection process.

The Grimstone Review in 2015 found the
Civil Service, particularly at senior levels,
requires more effective mechanisms to
move the best people into the right jobs,
and recruitment processes that are flexible
enough to adapt approach for the most
senior and complex roles.

Cultural and administrative barriers can
make it challenging to move across the
Civil Service and reduce the level of internal
movement of civil servants between
departments.

What we will need in future

A Civil Service that is proactive in changing
its employee offer to reflect modern career
trends supporting both short and long term
careers.

We will deliver at least 30,000 Civil Service
apprenticeship starts in England over

the course of the Parliament enabling us

to recruit high potential individuals from
diverse backgrounds. They will also provide
high quality development opportunities for
existing civil servants.

Movement in and out of the Civil Service
with ease; both through our recruitment
processes and secondment and
interchange opportunities.

Increasing opportunities for the
movement of Civil Servants, and their
skills and knowledge, across Civil Service
departments. This will ensure the most
effective use of people and skills to deliver
Government priorities.

Open recruitment channels that ensure we
are recruiting the very best people into roles,
whether they are already in the Civil Service
or apply from outside.

Partnerships that proactively operate with
private sector organisations and the wider
public sector to create opportunities for
movement in and out of the Civil Service,
ensuring valuable public and private sector
skills are accessible across all sectors.

Civil Service Workforce Plan
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In the next year we will...

Blilding upon the
recommendations in the first
Grimstone review of the Civil
Service Commission, we will
strengthen our recruiting function
1o ensure the Civil Service
identifies and attracts the very
best talent into our most senior
roles by:

® Developing a centre of
expertise within Cabinet
Office, centralising the senior
recruitment function.

e Modernising recruitment
processes by removing
paper based processes and
introducing more robust,
science based recruitment
short-listing, and selection
processes

e Aligning our corporate talent
offer, including Fast Stream
and Fast Track, in order to
strengthen our talent pipeline
for senior roles.

® Building stronger relationships
with executive search firms
to provide access to the best
pool of candidates whilst
ensuring value for money for
the taxpayer.

¢ Build the brand of the Civil
Service to increase attraction
and develop communication
methods that enable effective
continuous marketing
opportunities.

More support for joiners and
maintain links with alumni:

* Providing a tailored service
to support the induction
of our most senior civil
servants (Directors General
and above). And for all other
staff, improving the corporate
induction experience through
the use of an online portal,
accessible before they join
the Civil Service.

* Build and maintain links with
Civil Service alumni through
the Alumni Network.,

Recruitment processes that December 2016
identify and attract people

from a range of backgrounds,

professions and experiences to

strengthen the pipeline of talent

into our more senior roles, and

ensure we have the skills and

capability to deliver national

priorities.

Maintaining and strengthening
public confidence in the system
and quality of appointments,
with a strong framework in place
based upon a combination of
self-regulation, and robust
external scrutiny.

Network embedded by
October 2016

Support to improve the
experience for new joiners to the
Civil Service when they begin their
career so they maximise their
impact more quickly and increase
retention of talented people.

Mechanisms to retain strong
links with Civil Service alumni
and to encourage them to

act as ambassadors building
partnerships with other sectors.

Civil Service Workforce Plan
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Implement the updated
Secondment and interchange
strategy to facilitate better mobility
pstween the Civil Service and
other sectors building reciprocal
stcondment relationships with,
and through, delivery pariners
slch as Whitehall and Industry
Group and leading external
organisations in the private and
public sectors.

Streamline the exits process and
make changes to the Civil Service
Compensation Scheme

The development of a culture of ~ March 2017
mobility where skills and expertise

are exchanged between sectors,

and secondments or loans are

built into career paths.

The mechanisms to move people,
with key skills and expertise,
across the Civil Service to
respond flexibly to changing
priorities and deliver Government
commitments,

Efficient, cost-effective exit
processes where this is
appropriate, which ensure people
leaving the organisation are
treated with dignity, respect and
fairness whilst ensuring value for
money for the taxpayer.

September 2016

And over the course of Parliament we will...

Open up recruitment across the
Civil Service by advertising roles
externally by default.

Deliver at least 30,000
apprenticeship starts in England
over the course of the Parliament.

Piloting alternative approaches to
competency based recruitment
and promotion in the Civil Service.

Opportunities for the most
talented individuals to be able
to apply and compete for roles
in the Civil Service, ensuring
we have the most skilled and
capable people right across
the organisation to deliver
Government priorities.

May 2020

A more skilled and diverse
workforce as apprenticeships will
enable our existing workforce to
re-train and develop new skills,
and recruit and welcome new
people with diverse backgrounds
and experiences.

May 2020

Civil Service recruitment
processes that are open,
transparent and accessible which
ensure we identify, attract and
recruit people with a range of
backgrounds, professions and
experiences.

May 2020

Civil Service Workforce Plan
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Build career paths that develop breadth of experience and

depth of expertise

We need our talented people to build breadth of experience and depth of
expertise. To do this we have to build career paths for our core professions that
create a common understanding of the skills and experience needed at each level
and the opportunity to gain these in a structured way. As part of this, we need

to ensure that functional, and other, experts can have a career path to the most
senior levels of the Civil Service. This will support the recruitment, development
and retention of our most talented people and expose them to the right
opportunities to build a successful career.

The case for change

Technological and social change will reshape
public expectations and influence the way
services are delivered and the skills required
from our people. To meet these challenges

civil servants should develop a breadth of
experience and deep expertise in their chosen
profession, be it policy, operational delivery,
commercial or elsewhere. Transforming services
will also increase the requirement for specialist
skills such as digital.

We will require clear career paths if we are to
attract and retain our talented people. Career
paths should clearly set out the experience,
skills and qualifications required, enabling
people to deliver in their complex and
challenging roles. Without this people may
move frequently and in an unstructured way,
as they are unclear of the experiences and
expertise required.

Career paths should establish, for each
profession, a common understanding of the
skills and experience required at every level,
and give people the opportunity to gain these
in a structured way. This will provide the
mechanism for people to develop expertise

in their chosen profession from solid ‘career
anchors’ and ultimately become skilled

leaders of multi-disciplinary teams. Clear
professional development frameworks, and
external accreditation of internal courses where
appropriate, will help to gain recognition of Civil
Service professional skills across all sectors and
attract and retain talented individuals.

Career paths, supported by a significant
commitment to learning and development, will
ensure our people are equipped and trained
with the right expertise to deliver services to the
public.

Where we are now

We have 26 professions across the Civil
Service ranging from operational delivery,
policy, tax, finance and commercial. These
currently offer a broad range of qualifications
for their communities ranging from entry-
level qualifications, such as NVQs and those
recognised by professional bodies, such as
the Chartered Institute of Purchasing and

Supply.

Heads of Professions are developing
professional standards, qualification
requirements, and assessing the capability
of those within their profession. Operational
delivery and policy, for example, now have
a specific learning curriculum linked to the
profession.

Where appropriate, we are also developing
our own bespoke professional qualifications.
Two externally accredited courses delivered
in partnership with awarding bodies include:
the Major Projects Leadership Academy

in partnership with Said Business School
and the Executive Masters in Public Policy
in partnership with the London School of
Economics.

We have Heads of Functions for the ten key
functions with accountability for developing
standards, professional capability and
career pathways for specialists across the
Civil Service.

We have specialist Fast Stream
Programmes for Commercial, Digital, Data
and Technology, Finance, Project Delivery
and HR which have created new entry
routes into professions with structured
development opportunities.

Civil Service Workforce Plan
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The Functional Model

The functional model of Government provides strong central leadership of cross-departmental corporate
fulctions. This will help to professionalise the Civil Service leading to improved decision-making,
crCss-departmental working and increased efficiency. The functional model will help reduce operating
codts and create more attractive careers and enhanced skills civil servants. Ultimately, it will help deliver

better public services

The functions represent ten priority areas of common, cross-departmental activity where central leadership

willimprove services and benefit Government.

The ten core functions are:

e  Commercial

e Communications

e Corporate Finance

e Digital, Data and Technology
e Finance

But, we have more to do

¢ \We have not always rewarded or valued
staying in post for tenures that help people
to develop deep professional expertise.

e All core professions require career paths,
which set out experiences, skills and
qualifications required at each level, and
structured opportunities to develop these, so
that we can retain and develop our people.
These career paths should help to build deep
levels of expertise across the organisation.

e for specialists, such as those in Commercial
and Digital, Data and Technology, clear
career paths would make it easier to attract
external experience into the Civil Service.

e Without career paths our people are not
always able to make informed decisions
about how they can develop their career
across the Civil Service, and to know when
they have appropriate levels of depth of
expertise to move role or seek promotion.

e Cultural change is required so-that all civil
servants recognise, value and continually
develop their professional skills, and leaders
encourage structured movement to develop
both depth and breadth of expertise.

What we will need in future

e (Clear career paths for core professions
with structured opportunities for career
progression, with competencies and
experience used to assess readiness. This
will help people to make better -informed

e HR

e Internal Audit

e |egal

e Project Delivery
e Property

decisions about how they develop their
career across the Civil Service.

e A structured programme of development
and learning opportunities linked to these
career paths, which our people use to
build capability and professional expertise,
whilst recognising that certain roles require
sufficient time in post to build a depth of
experience. This will become increasingly
important as emerging technology
reshapes roles.

e To value different types of experience in
addition to our key traditional policy and
operational delivery capabilities. This includes
ensuring functional specialists get the
opportunity to progress to the top of the Civil
Service by being part of talent programmes.

* Professional development frameworks for
core professions and externally accredited
frameworks with partners, including for
apprenticeships, where appropriate.

In addition to this, to help facilitate movement
across departments and provide a modern
career offer, the Government Hubs Programme
will set up multi-departmental hubs in locations
across the UK by 2023, Smart working will be
at the heart of these new offices, with improved
technology untethering us from our desks and
creating truly shared spaces where departments
can work effectively together. This will make it
easier to for people to grow their careers locally
across the Civil Service, gaining exposure to
different experiences, and building their depth of
expertise.
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I the next year we will...

Expand our ‘Surge and
Response’ Team made up of
apprentices that provides a new
entry route in the operational
dhlivery profession and
opportunities to work across
government in departments with
peaks of work.

Lead the way by co-chairing

the development of national
apprenticeship standards for
professions, initially focussing

on where the Civil Service

needs to increase capability,
such as leadership and
management, digital commercial,
policy, operational delivery and
international diplomacy.

New entry routes into the December 2016
operational delivery profession

and expanded pool of mobile,

skilled and flexible resource.

This will help us become a

more resilient organisation

whilst developing the skills and

capability of civil servants.

New entry routes and career September 2016
development pathways for

professions where the Civil

Service needs to increase

capability.

And over the course of Parliament we will...

The heads of the ten core
functions are developing Single
Functional Plans setting out how
they will develop clear career
paths, professional standards
and frameworks, and enhanced
professional capability across the
Civil Service.

Developing how we recruit and
promote, moving away from
the competency framework,

to a more meaningful and
business focused framework of
assessment.

We will be piloting alternative
approaches to the competency
based recruitment and promotion
in the Civil Service.

Clear career paths for Late 2016
professionals in the functions so

they can make informed decisions

about how they develop their

career across the Civil Service,

and know when they have

appropriate levels of depth of

expertise to move role or seek

promotion.

Recruitment and promotion
processes that value experience
and expertise alongside potential
to ensure we attract, recruit

and progress the most talented
people at the right stage of their
career.

May 2020

Civil Service Workforce Plan
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Developing world-class leaders who are inspiring, confident

and empowering

To embrace technological and social changes we want the best talent, and we
will promote and reward the best. Inspirational leadership that develops talent and
motivates people is vital. This is not just the task of senior civil servants or those
in formal people leadership roles; we all have a part to play in ensuring the Civil
Service has world-class leaders at every level.

The case for change

The Civil Service is a complex organisation
that faces unique challenges with far reaching
consequences for its shape and composition.
The services that we deliver are some of the
most complex and challenging in the UK,
touching every citizen in some way. The Civil
Sevice is also transforming these public
services, delivering major programmes that
will fundamentally change our operations. We
will also be delivering the complex emerging

priorities linked to the EU Referendum outcome.

As a result of these changes, end-to-end
implementation of Government policy will
become more complex and leaders will require
different sets of skills.

Technology is also likely to reshape roles and
we will need effective leaders who can support
people through these changes and equip them
with the right skills. In response, we must do
things differently: becoming smaller, more agile
whilst transforming our services, and improving
the capability of our staff. To deliver all of this
we need world-class leaders who are inspiring,
confident and empowering, not just for their
people but also for the public that we serve.

Where we are now

The Civil Service has developed great policy
and operational delivery experts with a
broad range of skills and experiences.

We have launched the Leadership
Statement, which sets out key behaviours
required from our leaders and what our
people can expect from the leadership
community. This is being embedded
throughout the organisation, reflected in
recruitment and selection processes and
performance management.

We have reviewed the learning and
development curriculum to ensure it
effectively develops the right leadership
capability we need across the organisation.

We are working with employers across all
sectors along with professional bodies,

to develop leadership and management
apprenticeship standards that will provide a
high quality route to increase the capability
of our leaders throughout the organisation.

Civil Service Leadership Statement

As Givil Service leaders, we take responsibility for the effective delivery of the Government’s programme
and Ministers’ priorities, living the Civil Service's values and serving the public.

Inspiring Confident Empowering
about our work and its future in our engagement our teams to deliver
¢ We will show our pride in and * We will be straightforward, * We will give our teams the space

passion for public service,
communicating purpose
and direction with clarity and

enthusiasm ambiguities

e We will value and model * \We will give clear, honest
feedback, supporting our teams

professional excellence and

expertise to succeed

¢ We will reward innovation and
initiative, ensuring we learn from
what has not worked as well as
what has

truthful and candid in our
communications, surfacing
tensions and resolving

* We will be team players, and
will not tolerate uncollaborative
behaviour which protects silos
and departmentalism

and authority to deliver their
clearly set objectives

e We will be visible, approachable,
and welcome challenge, however
uncomfortable

¢ We will champion both difference
and external experience,
recognising the value they bring

* We will invest in the capabilities
of our people, to be effective now
and in the future
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But, we have more to do

As technology reshapes how we deliver
services our leaders will require new skills,
and will have to confidently support their
people to develop these too.

Our leaders are not always confident in
knowing what is required to lead in this new
environment, including collaborative working
across multi-disciplinary teams.

What we will need in future

Civil Service leaders who can enable those
at all levels to work effectively within the Civil
Service and proactively develop capability.
Leadership support should enable people
to adjust to the Civil Service environment,
demystifying the organisation and making

Civil Service leaders who are supported
to become confident, inspiring and
empowering who deliver our high quality

services while transforming the organisation.

Civil Service leaders who have a breadth
of experience and depth of expertise with
professional career anchors, enabling them
to lead with authenticity and confidence.

Civil Service leaders who influence within
wider systems facilitating the delivery

of shared outcomes with other public
and private sector organisations and
international partners.

We will need a whole workforce capable of
exploiting opportunities that technological
changes will bring and equip leaders to
recognise and respond accordingly.

Inclusive leaders who value diversity

it easier for people to thrive when they join

from other sectors.

In the next year we wiill...

and seek to make the Civil Service

representative of the people we serve.

Increase capability of leaders at all Leaders who are confident,

levels of the organisation through
launch of the flagship Leadership
Academy and leadership and
management apprenticeships.

Review of the learning and
development offer for Civil
Servants and ongoing promotion
of the new curriculum.

Extend the use of the Leadership
360 degree tool beyond Senior
Civil Servants to a wider range of
senior leaders including Grades 6
and 7.

inspiring and able to effectively
manage the unique challenges
the Civil Service faces, helping
to develop world class leaders
at all levels of the organisation
and create a culture where staff
are empowered, listened to and
valued.

Access 1o a high quality learning
and development offer that will
support the development of more
skilled, capable, and confident
leaders throughout all levels of the
organisation.

Leaders who are self aware and
able to improve and develop
their leadership skills so that
they are inspiring, confident and
empowering.

Leadership apprenticeship
Standards - September 2016

Leadership Academy - First
stage by March 2017

December 2016

October 2016
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ANnd over the course of Parliament we will...

Embed the leadership statement,
uising it to set clear standards for
world class leadership, building
itinto recruitment and selection
pProcesses and performance
Management.

Expand the reach and quality of
corporate talent schemes.

Leaders throughout the Civil
Service who understand what
world class leadership looks like
and using these expectations to

assess and evaluate our leaders,

A diverse pool of world class
leaders for senior roles in the
Civil Service by attracting the
most talented Civil Servants
from a range of backgrounds
and experiences onto talent
programmes.

Embedded by May 2020

Embedded by May 2020

Civil Service Workforce Plan
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Most inclusive employer in the UK

The Civil Service should be a role model for other UK employers. We must not
only attract the best talent wherever it is found, but also make the best use of
this diversity — whether of socio-economic background, gender, race, sexual
orientation, disability, or experience — by celebrating and valuing differences and
challenge. Our drive on social mobility aims both to give every talented individual
in our workforce the opportunity to progress, and to ensure our policies and
services reflect the diverse communities we serve.

The case for change

Tackling inequality is a strategic aim and this
isn't just an ethical imperative — evidence shows
that organisations with a diverse range of people
with different backgrounds and experience work
more effectively. The Civil Service needs to be
fully representative of modern Britain. We have
an opportunity to provide exemplary leadership
on social mobility, not only as an employer, but
also to lead the way for other organisations.

Making sure the Civil Service is full of people
from different backgrounds with different
experiences and attitudes, tackling problems in
different ways will get us better decisions, new
approaches and more innovative solutions and
better customer service. We need everyone
to feel they can be themselves at work, so
they can thrive personally and perform at their
best. We are missing out on an enormous pool
of talented individuals who could, given the
opportunity, not only flourish personally in the
civil service, but also broaden the range of ideas
we can offer.

If we are going to succeed on improving the
diversity of our workforce, we need to continue
to broaden our outreach in schools to raise
aspirations, educate about the role of the Civil
Service and showcase the career opportunities
that are available. We want to measure how
successful our interventions are and collecting
information on background measures will help
us to assess this. There is currently no common
measure used by employers to understand

the socio-economic backgrounds of their
workforce and applicant pools. Therefore, we
are undertaking an exercise, with employers and
organisations, to develop a common measure.
These would be collected on an entirely
voluntary basis, used anonymously and would
not form the basis of any individual recruitment
decision. Appointments into the Civil Service are
made on merit and this will continue to be the
case.

Where we are now

e We are already the most diverse we have
ever been. Women occupy two in five senior
posts in the Civil Service and that proportion
is growing. Our Fast Stream cohorts are
very close to being broadly representative
of the wider population in most diversity
characteristics.

e We have exceeded our initial target of 1,000
places on the Positive Action Pathway, a
development programme for civil cervants
from underrepresented groups, and
promotion rates from the first two cohorts
are encouraging.

* The most senior leaders in the Civil Service
are supporting our aim to become the
UK’s most inclusive employer. We have five
Permanent Secretary Diversity champions
leading on: Race, Disability, Gender, Social
Mobility and LGB&Ti issues and initiatives.

e All Permanent Secretaries have an objective
on improving Diversity and Inclusion within
their departments. These are directly
accountable to the Head of the Civil Service
and ensure that this is a core leadership
responsibility.

e |n April 2015 we appointed four expert
advisors to provide external advice and
challenge into our strategic thinking
and delivery.

e We launched a Mutual Mentoring
programme for our most senior
leaders to be mentored by those from
underrepresented groups.

e ‘Name-blind’ and ‘school blind’ recruitment
is now applied by 16 out of 17 of the main
departments.

Civil Service Workforce Plan
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The Talent Action Plan

On24 March 2016, the Civil Service published its Talent Action Plan: One Year on Progress Report that

inCludes plans for delivering a Civil Service Social Mobility strategy.

The report reflects the persistent commitment to deliver our vision for the Civil Service to be recognised as
the most inclusive UK employer. The Civil Service is the most diverse it has ever been and the majority of
actions within the Plan have been implemented or are well in train.

In our second year we have increased our ambitions for diversity and inclusion in the Civil Service with a
focus on four priorities: recruitment, talent, inclusive culture, and increasing social mobility. These additional
priorities reflect our aims to be representative of modern Britain and the public. For example, our leading
research and plans to measure socio-economic background in the Fast Stream has informed work we are
doing in the wider Civil Service and has the potential to influence activity in the other employment sectors.

But, we have more to do

e The Bridge Group found that our Fast
Stream is deeply unrepresentative of lower
SOCio-economic groups in society: the
Civil Service should be an engine of social
mobllity for the UK.

* BAME and disabled civil servants in
particular are underrepresented at senior
grades; and there is a need to increase
diversity at the most senior levels, including
the Permanent Secretaries Group, where
women, BAME and disabled employees are
less well represented.

e Qur data shows disabled civil servants have
significantly lower engagement scores and
along with LGB colleagues are more likely to
experience bullying and harassment.

e |n addition, with a constantly changing
demographic we commit to investigating
any barriers faced by individuals on the
basis of their age. We will identify and learn
from those parts of the Civil Service that
have already made progress in these areas.

What we will need in future

To reflect the modern UK and have a
workforce that is truly representative of the
nation we serve at all levels.

To build on the foundations of the Talent
Action Plan sustaining the improvements
that it delivers and embedding changes to
HR practices and processes.

A longer-term strategy on inclusion that will
embed a culture which values individuals’
talent and their contribution to the work of a
modern Civil Service.
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Ir the next year we will...

Undertake a critical review of
the way the Civil Service defines
“talent’.

Work with other employers and
organisations to develop, and
publish, a common national
set of measures for employers
to use for understanding the
socio-economic background of
their workforces and applicant
poals.

Implementing name-blind and
school-blind recruitment as the
default across the Civil Service
is underway.

Develop a strategy to tackle

exclusion, discrimination, bullying

and harassment in the Civil
Service.

Confidence that the Civil Service  Autumn 2016
recognises and assesses
potential and the skills required

rather than ‘polish’.

Data that can be used to inform Autumn 2016
decision-making. Collection of

data is critical to inform Civil

Service decisions about social

mobility through evidence and

analysis. The collection of this

data will be voluntary. It would be

used anonymously and would not

inform any individual recruitment

decisions.

Embedded in main
departments by

Recruitment processes that are
as transparent, fair and open as

possible creating an inclusive September 2016
culture.
Where positive ways of working Toolkit by Summer 2016

encourage people to deliver at

their best. Strategy developed by 2017

And over the course of Parliament we will...

Undertake a fundamental review
of the employee experience.

Implement the Removing Barriers

to Success Programme (Talent
Action Plan).

This will ensure that social mobility Throughout Parliament
and inclusion principles are at
heart of this Workforce Strategy.

This will create an inclusive March 2017
environment where we recruit and
retain the most talented people

irrespective of their background

Civil Service Workforce Plan 20



Implement all recommendations
on the Fast Stream from the
Bridge Group report as outlined
in the Talent Action Plan (TAP).
Key actions include:

® Reducing length of
application process from
2016, with an ambition that
the majority of applicants will
know if they have met the
Fast Stream standard within
12 weeks of applying.

e Teams of Fast Streamers to
undertake outreach activity
for the next recruitment
intake in 2017.

Deliver against an ambitious
target to halve the gap in
engagement scores, and gap in
bullying and harassment scores,
between our disabled and non-
disabled colleagues by 2020.

Build aspiration and promote
the Civil Service as an inclusive
employer through increased
outreach, mentoring and re-
defining the Civil Service brand.

This will increase the number All delivered by January 2018
of applicants from lower socio-

economic backgrounds and

increase the proportion that are

successful so that we recruit from

all backgrounds and reflect the

society that we serve.

A culture where all our people May 2020
feel valued, motivated and are

able to thrive.

This will support raising aspiration Throughout this Parliament
and promote the Civil Service as

an inclusive employer.
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Cost effective and flexible reward structures that enable us to
attract, retain and develop the very best talent

Civil Service reward structures should support movement between it and other
sectors, as well as opportunities to develop expertise in depth and progress in
their chosen career areas. They should be fair to civil servants and ensure value

for money for the taxpayer.

The case for change

The external environment is changing.
Technology is revolutionising ways of working
and creating requirements for different sets of
skills. The wider economy is also becoming
more globalised, competitive and dynamic. The
demand for scarce skills, such as digital and
commercial, mean that experts in these fields
have multiple employment options and can
seek work globally. Internally the Civil Service
is also changing its own operating models,
meaning we will require more specialist skills.

The Civil Service can provide excellent
opportunities for all professionals in a
challenging and unparalleled environment. We
would enhance our ability to attract scarce skills
by providing structured career development,
and opportunities to progress with an attractive
reward offer.

This means that we need a reward offer that
is able to compete more effectively with the
external labour market for certain skills and
enable movement across the Civil Service.
Our reward structure can also encourage
too frequent movement at the expense of
developing deep experience and expertise.

Where we are now

e |n many ways, we are ahead of the game
with a modern employment offer and a
range of terms and conditions, including
flexible working arrangements that support
our people at different stages in their lives,
and pension arrangements that are still
amongst the best available in the UK.

But, we have more to do

e Civil Service reward systems do not always
recognise effectively the acquisition of
scarce skills and experience. There is limited
opportunity for significant pay increases
within pay bands to retain specific skills and
experience.

* |n some areas where there is direct external
market competition for scarce skills, pay
scales do not always reflect the external
labour market and can in some areas create
an unhelpful internal market.

¢ This can encourage more frequent
movement with individuals changing roles
or seeking promotion at the expense of
building deep experience.

e Our total reward package, including
pensions, needs to be flexible enough to
meet the needs of current and prospective
civil servants.

Civil Service Workforce Plan
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What we will need in future

e Reward the acquisition of deep experience
and scarce skills where these are lacking.

e (Coherent and effective pay systems that
maintain fiscal constraint, enable workforce
transformation and deliver long-term
savings, as the Department for Work and
Pensions is doing.

In the next year we will...

A system that enables us to attract and
retain staff with certain scarce skills

(i.e. Digital, Data and Technology and
Commercial).

Ensure our total reward package can
continue to attract the very best leaders in
to the Civil Service.

A reward framework that does not
encourage people to change jobs solely in
pursuit of better salaries.

As recommended by the Senior
Salaries Review Body, review
the Senior Civil Service pay
framework, looking at the total
remuneration package.

leadership.

Creating the new Government
Commercial Organisation

to develop a flexible reward
framework.

Review pay and reward structures
for Digital, Data and Technology
function, for commercial

A motivated and engaged
SCS cadre rewarded for their
performance, contribution and

The recruitment and retention
of scarce commercial skills to
manage Government contracts
more efficiently and effectively.

The recruitment and retention
of professional skills to manage
Government delivery more

November 2016

By end of financial year 16/17

By end of financial year 16/17

specialists and for other specialist efficiently and effectively.

groups.

And over the course of Parliament we will...

Develop a longer term
reward framework across
the Civil Service.

A strategic approach to reward
that supports the workforce
strategy and acts as an incentive
for the transfer of valuable skills

Principles agreed by
March 2017,

Embedded by May 2020

into and out of the civil service
and the wider economy.
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Introduction

Good government requires public bodies that are efficient, effective and accountable. That in
turn requires us to ensure our public bodies are set up correctly. The Government’s approach
to public bodies’ reform for 2015 to 2020 builds on the successes of the 2010 to 2015 Public
Bodies Reform Programme. Our new strategy, which this guidance supports, is based on a
two-tier approach to transformation: a programme of cross-departmental, functional reviews
coordinated by the Cabinet Office, coupled with ongoing, robust ‘tailored reviews’ led by
departments with Cabinet Office oversight and challenge. For the first time, these reviews will
now include executive agencies and non-ministerial departments.

The 2010-15 programme delivered a reduction in the number of public bodies by a third, from
904 to 610, and their administrative spend by a cumulative £3 billion. As a result of regular
reviews, those bodies remaining have been challenged to become more efficient and effective
in their delivery of public services.

Such regular assurance and challenge about the continuing need, efficiency and good
governance of public bodies remains central to the Government’s Public Body Transformation
Programme. This guidance sets out the principles by which Government departments should
review public bodies from now on to ensure they remain fit for purpose, well governed and
properly accountable for what they do.

This guidance supersedes the 2010-15 guidance Triennial Reviews: Guidance on Reviews of
Non-Departmental Public Bodies and its supplementary guidance. It is valid for any reviews
which commence on or after 4 January 2016, and is supplemented with annexes which set
out good practice on efficiency, sharing services and commercial options for delivery, which
departments should consider when undertaking these reviews.

As a progression on the triennial review policy, the main changes for tailored reviews include:

e extending the scope of these reviews to include executive agencies (EAs) and all non-
ministerial departments (NMDs), not just non-departmental public bodies (NDPBs).
These reviews do not apply to ministerial departments;

e a more proportionate and flexible approach to reviews;

» the requirement that reviews should be undertaken at least once in the lifetime of a
Parliament; and

e a move away from the two stages to a more seamless approach to reviews.

Any questions on the guidance, or on the review process more generally and its remit, should
be directed to the Cabinet Office Public Bodies Reform Team (PBRT) at:
publicbodiesreform@cabinetoffice.gov.uk.

All those who serve in public bodies are part of our shared mission to provide security and
opportunity, and improve the lives of the citizens we all seek to serve. | look forward to working
with public bodies to make that vision a reality.

The Rt Hon Ben Gummer MP



Scope of this Guidance

The public bodies in scope for this guidance are non-departmental public bodies (NDPBs),
executive agencies (EAs) and non-ministerial departments (NMDs).

Purpose

1. Tailored reviews have the following aims:

e to provide a robust challenge to and assurance on the continuing need for
individual organisations — both their functions and form; and
e where it is agreed that an organisation should be retained, to review:

o its capacity for delivering more effectively and efficiently, including
identifying the potential for efficiency savings, and where appropriate, its
ability to contribute to economic growth. The review should include an
assessment of the performance of the organisation or assurance that
processes are in place for making such assessments; and

o the control and governance arrangements in place to ensure that the
organisation and its sponsor are complying with recognised principles of
good corporate governance. These principles will vary according to the
public body under review and departments should consult the relevant
guidance

2. ltis for departments to consider how best to structure and carry out these reviews, in
accordance with the principles set out below.

3. The Cabinet Office will oversee and drive the overall programme of reviews, managing
interdependencies on behalf of the Minister for the Cabinet Office (MCO) who is
responsible for public body review policy. The MCO will clear the terms of reference
for all tailored reviews. The MCO will also clear the final report of all Tier 1 priority
reviews'.

Key Principles

4. All reviews must be conducted in line with the following principles:

e Proportionality

e Challenge
¢ Being Strategic
o Pace

¢ Inclusivity
¢ Transparency

1 There are three tiers of review - Tier 1, Tier 2 and Tier 3. Tier 1 and Tier 2 reviews are jointly known as priority reviews. They
will be identified and agreed by the Cabinet Office in discussion with departments when drafting the tailored review
programmes, based on criteria including spend, size of organisation and sensitivity.



Proportionality

5.

Reviews should not be overly bureaucratic and should be appropriate for the size and
nature of the organisation being reviewed and the significance of the organisation to
the department. Reviews should be aligned to wider policy or strategic reviews and
support commitments set out in the Government's manifesto, Single Departmental
Plans and the Spending Review. This principle is fundamental and underpins the
review process.

Where a review of a public body has already been conducted during this parliament, a
further tailored review of the body may not be required. If particular functions of a public
body have been reviewed during this parliament, those functions may not need to be
reviewed as part of any scheduled tailored review. The scoping and terms of reference
for the tailored review should draw attention to this.

Challenge

Terms of Reference

i

Reviews should be challenging and take a first principles approach to whether each
function:

e s still needed;

o s still being delivered;

e s carried out effectively by the organisation; and

» contributes to the core business of the organisation, the sponsor department and
to the government as a whole

If the function is still required, the review should consider whether the existing model
of delivery is still appropriate and test that against the alternatives set out at Annex A.
When considering the form of the public body, departments can consider the ‘three
tests’ which are also set out in Annex A. Departments may also wish to explore
relevant international comparisons for similar bodies. Reviews should not just seek to
support the status quo, they should be robust and rigorous and provide evidence for
recommendations.

Devolution

9.

It is essential to have considered fully the extent to which a public body’s functions are
directly or indirectly delivered in a devolved context?. In some instances the scope and
reach of a body functions may be clear however this is not always the case. For
example, a policy area may be owned by the department and/or the body and as such
reserved to the UK government but delivery of the policy may be dependent on
devolved structures which in themselves may vary across the devolved territories of
Scotland, Wales and Northern Ireland. Understanding the remit and reach of the body,
dependencies and stakeholders within each of the devolved territories as well as within
England, should be a fundamental part of scoping the review.

2 More detail is given in Annex A.



The UK Leaving the EU

10.

It is appropriate to consider the extent to which a public body’s functions are delivered
in an environment currently directly affected by EU regulations or processes.
Understanding how the body intends to respond to the UK leaving the EU should then
be considered as part of the review, where possible.

Good Corporate Governance

11.

Good corporate governance is central to the effective operation of all public bodies. As
part of the review process, therefore, the governance arrangements in place should be
reviewed. This should be led by the sponsoring department, working closely with the
chair and CEO, where applicable, who will have a key responsibility for ensuring that
strong and robust corporate governance arrangements are in place. As a minimum,
the existing controls, processes and safeguards should be assessed against the
principles and policies set out in the relevant code of good corporate governance. More
detail is given in Annex C. These reflect best practice in the public and private sectors
and in particular, draw from the principles and approach set out in Corporate
Governance in Central Government Departments: Code of Good Practice®.

Efficiency

12.

13.

14.

Reviews should consider issues of efficiency, including the potential for efficiency
savings®, and make relevant recommendations. They should examine whether the
public body could provide better value for money, including where appropriate, the
body’s contribution to economic growthS. Reviews should also consider the
performance of the body - the extent to which it meets its objectives. Where
appropriate, the review should use a cost-benefit analysis. A description of how the
review will be structured to meet these aims should be set out clearly in the terms of
reference. It is recommended that departments use benchmarking for efficiency and
effectiveness. The Cabinet Office can assist with benchmarking for functional
efficiencies®.

The Cabinet Office functional teams should be engaged in the review process, where
appropriate. For example, where the public body owns or leases a considerable
amount of property, the review team should include the Government Property Unit from
an early stage to consider how to make more efficient use of the body’s estate.

In keeping with the principle of proportionality, the time invested by the review team in
considering the form, function, efficiency and effectiveness of the public body will
depend on the size and type of body under review. If a recent internal or external review
or audit has taken place of the body’s efficiency or performance, it may not be
necessary for the tailored review to consider the topic again. For this to be the case,
the previous review or audit should have been sufficiently robust and evidenced. In
cases where a body has recently undergone major transformation it may be
appropriate to instead use the tailored review as a post-implementation evaluation.

3 To be found at www.gov.uk/government/publications/corporate-governance-code-for-central-government-deparments

4 More detail is given in Annex B

5 As committed to in the Government's response to the Heseltine Review into economic growth — available at
www.gov. uklgovernment/publications/governments-response-to-the-heselline-review-into-economic-growlh

& For further details please contact the PBRT at: publichodiesreform@cabineioffice.qov.uk




Where the review draws upon other material, that material should be referenced and
hyperlinked where published, or appended where not.

Review Team

15.

16.

Departments are responsible for carrying out reviews and will provide all the resources
for reviews, including lead reviewers and review teams. Completed reviews represent
the view of the department. Reviews should not, however, be led by a member of the
team sponsoring the public body or by someone who could have a conflict of interest.
Similarly, review teams should not be led by members drawn from the body being
reviewed. Departments, however, may wish to call on the expertise of their sponsors
to review other bodies where they are not directly involved in the sponsorship
relationship. Departments may also wish to utilise resource and expertise in other
departments and exchange lead reviewer roles, which will also help ensure there is
effective challenge.

Sponsor teams and members of the public body being reviewed should be consulted
about the review. Departments may wish to consider the merits of bringing in
independent expertise, for example, from the National Audit Office or another
department. In the case of clustered reviews, where bodies are sponsored by different
departments, consideration should be given to which department should lead and how
best to involve all others. Cabinet Office can assist in facilitating these conversations.

Challenge Panel

17.

Reviews may be subject to the scrutiny of a Challenge Panel, whose purpose is
rigorously and robustly to test and challenge the assumptions and conclusions of the
review. Members of the Challenge Panel should be independent of the public body
and its sponsoring unit within the department. The panel should include personnel with
the right balance of skills and experience to enable them to provide effective challenge,
including a Cabinet Office representative for Tier 1 and Tier 2 priority reviews. For Tier
1 priority reviews, a departmental non-executive director (NED) should chair the panel.

Being Strategic

Review Scope and Timing

18.

19.

20.

All NDPBs, NMDs and EAs will be subject to a tailored review or equivalent at least
once in the lifetime of a Parliament. This document’s guidance on tailored reviews
should be applied to equivalent departmental reviews where appropriate.

The Government's approach to reviewing public bodies in 2015-20 is based on tailored
reviews and cross-departmental functional reviews, covering several public bodies in
similar or related areas of government; the findings of functional reviews can feed into
tailored reviews, reducing the work needed for the latter reviews and avoiding
duplication. Where a functional review is recent and comprehensive, further reviews
may be very light touch, or may take place later in this parliament.

Departments should define the scope of the review depending on any wider policy or
strategic reviews that are being conducted, and also consider combining the
requirements of a tailored review within the scope of any other planned review or
evaluation of the department’s public bodies. This will help maximise the benefit in
terms of streamlining the review process; identifying synergies across departments



21.

22.

23.

24,

Pace

25,

and sponsored bodies or organisations; and considering efficiency and wider
transformation, for example, via a digital approach.

Where departments have committed to reviewing a public body through a departmental
review or as part of a transformation programme, the department will need to ensure
that the principles and topics set out in this guidance, where relevant, have been met.
The PBRT have produced an assurance toolkit to assist with this process and will
support departments in completing this process for Tier 1 and 2 priority reviews.

Departments should ensure they explore options for conducting joint or clustered
reviews of organisations both internally and across government. It may also be
appropriate to consider the timing of any relevant public appointments.

In formulating their review programmes, departments could use their existing triennial
review programmes as the foundation and build on these to include NMDs and EAs as
well as NDPBs. Departments should seek advice from the Cabinet Office as
appropriate, and ensure programmes complement and support Single Departmental
Plans and the Comprehensive Spending Review. Cabinet Office will also assist in
identifying similar bodies in other departments which might form a clustered review
and in identifying priority reviews for MCO approval.

Departments should also consider having an appropriate distribution of reviews across
the lifetime of this parliament, scheduling those that may have recently undergone a
review towards the end of their programme. Departments are encouraged to update
their programmes annually to take account of any wider policy reviews and engage
with the Cabinet Office accordingly. Departments must aim to complete reviews by
September 2019 to ensure implementation of recommendations in this parliament.

Reviews should be completed quickly to minimise the disruption to the organisation’s
business and reduce uncertainty about its future. Reviews should normally take no
more than six months and, in keeping with the principle of proportionality, the review
of a smaller public body could be completed within a month. In order to complete
reviews at pace, departments should allocate sufficient resource to reviews so as to
enable them to be delivered within the agreed timeframe. Departments should consult
with the arganisation concerned when planning its review.

Inclusivity

26.

Reviews should be open and inclusive. The organisation under review should be
engaged and consulted throughout the review and have the opportunity to comment
on emerging conclusions and recommendations. In addition, key stakeholders should
have the opportunity to provide input for the review where relevant and appropriate,
and evidence of such engagement should be included in the report of the review. That
engagement may be secured through a workshop with all relevant stakeholders,
correspondence with key parties and the sharing of draft reports and
recommendations. It will be for departments to define the form such engagement
should take, and how it is evidenced in the published report.



27. Departments should also consider whether, and if so how, they might involve
Parliament in the review process. They may wish to announce the start and conclusion
of the review by way of written ministerial statement (WMS) in both Houses of
Parliament and alert the relevant select committee(s) when starting the review.
Departments may wish to limit the number of statements they lay, by making an annual
announcement setting out the reviews they propose to deliver throughout the financial
year. Cabinet Office should be consulted on the content and timing of a WMS. In
keeping with the core principles underpinning all reviews, engagement should be
proportionate, timely and provide clear value-for-money for users and taxpayers.

Transparency

Publication
28. The final report should set out any recommendations, including any that address areas
of non-compliance with corporate governance. Any such issues of non-compliance’
should be considered by the sponsor. Animplementation plan for the agreed
recommendations should be agreed between the public body and the sponsor.

29. The cost of reviews should be met from within existing resources and be kept to a
minimum. Ultimately, it will be for departments to evidence that any individual review
is demonstrating good value-for-money.

30. The final report of the review should normally be published on GOV.UK. Redaction of
particularly sensitive information should be considered to enable reports to be
published.

Clearance
31. Departments should determine the clearance procedure. Ministerial approval should
take place as standard practice. The clearance process should be described in the
terms of reference for the review.

Priority Reviews

32. Reviews will be prioritised into three tiers — Tier 1, Tier 2, and Tier 3. Tier 1 and Tier 2
reviews will be designated priority reviews.

33. Priority reviews will be identified and agreed by the Cabinet Office in discussion with
departments when drafting their review programmes, based on one or more of the
following criteria: spend of over £50 million; size of organisation (100 or more staff);
sensitivity; potential for commercial models; when the public body was last reviewed
and whether the body contributes to the Government’s manifesto commitments. There
is no hard and fast rule and priority reviews will be decided on a case-by-case basis.

34. For Tier 1 priority reviews, the PBRT will review emerging findings, and the MCO will
sign off on the final report before publication. For Tier 2 priority reviews, the PBRT wiill

7 Principles of Good Corporate Governance for NDPBs are set out at Annex C and follow a ‘comply or explain’ methodology.
Departments may wish to adopt these principles for reviews of other types of public body.
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35.

36.

review the emerging findings and then sign off on the final report before publication.
For Tier 3 reviews, the PBRT will audit a sample of reviews across the programme.

Scrutiny will be applied at a corresponding level for departmental reviews. For
example, the MCO will need assurance that Tier 1 priority reviews are conducted in
line with the principles of tailored reviews.

Cabinet Office involvement in priority reviews will depend on the public body under
review but will normally involve input from the PBRT in clearing terms of reference and
MCO clearance of the final report. When establishing the review team it may be
appropriate to draw on expertise from the Cabinet Office, for example a member of the
Commercial Models Team, depending on the potential for functions to be delivered by
alternative commercial models.

Non-Executive Director Oversight and Involvement

37.

38.

Departmental non-executive directors (NEDs) should have oversight of programmes
in order to hold their officials to account, ensuring the quality of sponsorship and
governance, and timeliness of programme delivery. NEDs should challenge progress
against their department’s programme at the board meeting at least quarterly.

It is anticipated that departmental NEDs, either from within the department itself or
another government department, will take a lead role in Tier 1 priority reviews and chair
the Challenge Panel (see paragraph 17 above), and have involvement in Tier 2 priority
reviews. Departments should consider the involvement of NEDs in Tier 3 reviews in
line with the level of opportunity the review presents, and the level of risk inherent in
the body.

11



Annex A — Delivery Options, the ‘Three Tests’ and the Devolved

Context

Checklist of delivery options

This checklist sets out a range of delivery options that departments should consider when
reviewing the functions of their public body. This is not an exhaustive list, and departments
are encouraged to think creatively when reviewing how functions might be delivered with a
view to efficiency and accountability.

Option

Questions

Abolish

Why does the function need to continue?

How does it contribute to the core business of the sponsor
department?

How does this contribute to wider Government policy objectives?
What if the function did not need to continue?

Is there a legal requirement for the function?

Is providing the function a justifiable use of taxpayers’ money?
What would be the cost and effects of not delivering the function?
Does the function contribute to economic growth?

Move out of central
Government?

Why does central government need to deliver this function?
Can this function be delivered by local government, by the
voluntary, or by the private sector?

Is there an existing service provider, or providers, in the local
government or voluntary sectors that could deliver this function?
What are the risks and benefits of moving the function out of
central government?

Could efficiencies be made by delivering the function through a
different model?

Commercial model®

Can the function be better delivered by the private sector, or
delivered under contract by the voluntary or private sector?

Can the function be delivered by a mutual or social enterprise?

Is there an existing service provider, or providers, in the private
sector that could deliver this function?

Could the public body increase its private sector revenues?

What are the risks and benefits of moving to a more commercial
model?

Could efficiencies be made by delivery through a more commercial
model?

Bring in-house

Why does the function need to be delivered at arm’s length from
ministers?

Can the function be delivered more efficiently or effectively by the
sponsor department or by an existing executive agency of the
sponsor department, or by another department?

What would be the costs and benefits of bringing the function in-
house?

Could efficiencies be made by bringing the functions in-house?

8 In the case of NDPBs with advisory functions, this option should include assessing whether the functions of the body can be
provided by an expert committee engaging directly with users, stakeholders, sectors and communities.

9 See also Annex B on commercial models.
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Merge with another
body

Are there any other areas of central government delivering similar
or complementary functions?

Does the function duplicate work undertaken elsewhere?

Could the function be merged with those of another public body, or
vice versa?

What would be the costs and benefits of merger?

Could efficiencies be made by merging the body, or some of its
functions, with another body or bodies?

Less formal
structure

Why does the function need to be delivered though a formal
structure?

Could the function be delivered by an informal stakeholder group?
Could the function be delivered by an expert committee?

What would be the costs and benefits of moving to a less formal
structure?

Could efficiencies by made by moving to a less formal structure?

Delivery by a new
executive agency

Could the function be better delivered by a new executive agency?
What would be the costs and benefits of this?

Could efficiencies by made by moving to delivery through a new
executive agency?

Continued delivery
by an NDPB

Does the function pass at least one of the government’s three
tests, as below?

How well is the NDPB currently delivering its functions?

What are the costs and benefits of remaining with this model?

The ‘Three Tests’

e s this a technical function, which needs external expertise to deliver?
o Is this a function which needs to be, and be seen to be, delivered with absolute political

impartiality?

o Is this a function that needs to be delivered independently of ministers to establish
facts and/or figures with integrity?

Understanding the devolved context

Review teams can draw upon support from the UK Governance & Devolution Team (UKGD)
including the Territorial Offices to understand better devolution issues in the policy and delivery
areas in question. They can also access the Devolution Toolkit,'® a practical resource for civil
servants to help them understand how to operate in our devolved system of government,
including advice on working through a devolution impact assessment. The toolkit also sets out
the formal governance arrangements for working across administrations and provides contact
details for UKGD and devolution leads in central government departments and constitutional
teams in the devolved administrations.

10 T4 be found at hitps://www. gov. uk/government/publications/devolution-toolkit
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Annex B - Identifying and Realising Improvements in Efficiency
and Effectiveness and Wider Benefits

When reviewing public bodies, departments should ensure that questions of whether, how and
where efficiencies can be made within bodies are considered as part of the review process,
whilst maintaining a proportionate approach, including recognising the progress that may have
already been made by ALBs in previous Spending Review periods. This annex provides a
number of issues departments could consider when undertaking this assessment. All types of
expenditure (CDEL, RDEL, AME) should be considered where appropriate. Additionally,
opportunities to generate income to reduce the amount of funding from the Exchequer should
also be considered.

Tailored Reviews should be designed to identify real and tangible improvements in the
efficiency and effectiveness of the body being reviewed. Improvements in efficiency and
effectiveness are part of an integrated approach to benefits realisation.

Where changes to a particular body may create efficiency opportunities or other benefits to
bodies or sectors outside the organisation under consideration for the Tailored Review (for
example, benefits to business), the Cabinet Office are also interested in understanding these
effects.

Incorporating efficiency, effectiveness and wider benefits into a Tailored Review should not be
seen as an independent or separate exercise to the process for conducting a review outlined
in this document. Figure 1 below demonstrates how the consideration of efficiencies fits into
questions around form, function and appropriate delivery models for ALBs.

Figure 1
s there capacity to deliver more
efficiently and effectively [within the
current form] ?
Delivery model? : O
r: Does the body meet standards of good
corporate governance? [can the body
Retain be made more efficientand effective
through h
O rough these changes] All these are potential sources of
Functions still efficiency and effectiveness
required? improvement

More efficientand effective delivery model
Change

Discontinue functions
N that are no longer

required

o

Designing Reviews for Impact

Delivering real benefits from reviews will not happen automatically. Reviews should be
planned with a purpose. Reviews should consider the identification, specification and
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measurement of benefits throughout the process, from inception through to the
recommendations made, to subsequent implementation.

There should be a ‘golden thread’, traceable in both directions from the benefits sought, to the
recommendations made, to the evidence and analysis gathered from the lines of enquiry
followed.

This is not to say that reviews cannot, or should not evolve over time. On the contrary, the
review’s lines of enquiry can be a living document that is added to and refined based on the
emerging findings.

Figure 2
Priority in planning (outcome led)
Outcomes
(improvements Actions Lines of enquiry | Recommendations

and savings)

Order carried out in review process

The Cabinet Office will challenge review teams on the extent to which benefits realisation is
integrated into the plans for each review. There is no prescribed format but they should take
account of:

the key lines of enquiry set out in the Tailored Review guidance

the body’s objectives

existing efficiency commitments

cross-government functional agendas (see below for specific areas and questions that
should be considered)

Identifying and Specifying Benefits
Reviews should seek and recognise 3 types of benefit:

Type A — cash releasing or cash generative benefits: (e.g. an increase in charging or better
debt recovery). These benefits should be reflected in immediate cashable savings.

Type B — efficiencies or improvements in outcomes: (greater use of shared services, release
of resources to front-line activity). These benefits should result in increased productivity/other
improved performance outcomes of which some will be cashable in the short-medium term.
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Type C — wider benefits (for example, improved governance, transparency, accountability, or
staff engagement): These benefits may not result in cashable savings immediately, but some
may yield or prompt cashable savings in the medium term.

Benefits do not always manifest immediately as efficiency improvements. However, other
types of benefits that reviews often identify, such as improvements in governance, decision-
making and staff morale, should over the longer term, contribute to a more efficient, effective
and productive organisation.

Figure 3

Year 1 Year 2 Year 3

Type A

Type B

Type C ‘

Not cash releasing

Cash releasing

Benefits are relevant for as long as they are live but will only score as cashable benefits within
the relevant Spending Review period from which they originate.

We will track actions as they are implemented working on the principle that improvements in
governance, processes and decision making today should lead to savings efficiencies and
performance improvements in the future.

Assessment of Barriers to Implementation

Potential benefits should be assessed for the difficulty or ease with which they can be realised.
Benefits that rely on a long delivery chain, such as those that require significant actions from
other bodies or departments that are not directly influenced by the review, may be more difficult
to realise than implementation actions entirely within the control of the body leading the review.
Another example of a barrier could be the cost of investment required to realise the efficiency,
weighed against the benefits gained.
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Key elements of proposed approach within each review

Review stage

1. Planning

2. Mid-way

3. Completion
and action
planning

4. Follow-up
and tracking

' Key actions for chairs and review boards

A description of how the review will be structured to deliver benefits should
be set out clearly in the terms of reference. This should include potential
sources of efficiency and effectiveness improvements and wider benefits,
according to the scheme set out above. The planned approach should be
proportionate to the body’s size, budget and influence.

The scale of likely benefits will need to be estimated in broad terms at this
stage.

Review chairs should firm up estimates of specific benefits including some
categorisation of benefits into, for example, workforce, property, commercial
and digital.

At this stage, it would be helpful if an indicative timescale for benefits could
also be included.

The review sign off process will require review chairs to sign off on an
implementation action plan, setting out, for each of the recommendations and
benefits, the actions, owners and timescales.

' The action plan will form the basis of follow-up and the Cabinet Office will be
. tracking implementation of the recommendations and actions to which the
. department and the body have committed.

At this stage, a benefits realisation methodology will need to be agreed for
key benefits.

Key actions and benefits will be tracked and followed up by the Cabinet Office
through normal reporting channels between sponsor teams and the Public
Bodies Reform team. Any tracking will be done in a proportionate way
according to the resources available to departments.

Role of the Public Bodies Reform Team in Benefits Realisation

The PBR team has an important challenge role within the review process, but we are also a
key source of support, both directly and through our enabling role.

e Challenge — we will be providing constructive challenge throughout the review process
on the extent to which benefits management is integrated.
e Direct support and guidance — we will support departments and review teams with
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guidance and follow up support on integrating benefits realisation into review plans.
We will help with and technical queries, advise on the process, and signpost good
practice.

e Enabling —the PBR team is a gateway to a wider pool of expertise within the Cabinet
Office and beyond. We want Departments to have access to the best support that the
Cabinet Office can provide. We encourage departments to think early about where
potential efficiencies and other benefits might arise so that we can broker support from
specialists and experts in commercial, property, grants, fraud and error and other
functional specialisms.

e Tracking - Key actions and benefits will be tracked and followed up by the Cabinet
Office through normal reporting channels between sponsor teams and the Public
Bodies Reform team. Any tracking will be done in a proportionate way according to
the resources available to departments.

For any queries please contact publicbodiesreform@cabinetoffice.qov.uk.

The Relationship with Other Programmes and Cross-Functional Specialisms

Reviews do not take place in a vacuum. In many cases there will be other reviews or ongoing
functional agendas that are already aimed at delivering efficiencies or other improvements.
These should still be identified and specified. The Tailored Review should not duplicate the
effort put into these reviews, and should not be a competitor to them. It should, however, be
used to facilitate, accelerate, and expand the benefits realised from the collective effort. The
section below refers to the functional areas in which Cabinet Office has expert teams which
can support reviews if required. This list of functions is not intended to be exhaustive with
regard to types of efficiency opportunity nor will every functional area be relevant to all Arm’s
Length Bodies.

Digital Service Standards

Departments should look at the potential to derive savings from shifting current services to
digital channels and transforming transactional services in accordance with the Digital Service
Standard. They should follow the design principles when transforming their services and these
services should conform to the Equalities Act 2010 and provide a good quality service to all
users, regardless of disability.

ALBs should also use the products GDS runs on behalf of government, including GOV.UK
Notify, Verify, Pay, PaaS and Data registers; and feedback to GDS (via these pages) any
factor that might justify not using these services.

These activities should follow the principles set out in the Government Transformation
Strateqgy. All public facing transactional services must meet the Digital Service Standard.

Departments should also ensure that data is consistently published on the Performance
Platform

Departments should think about:
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What user needs will be met by redesigning their service to be digital?
What savings can be made by shifting to digital?

In which years?

By cost type? (l.e. pay bill, suppliers etc.)

To assess this, the department should consider:

What users need from the service

How a service is currently delivered:

What does the channel mix (e.g. online, telephone, face-to-face) look like now, and
what plans are there to encourage users to shift online

Value by channel

Cost per channel / cost per transaction

Full-time equivalent staff (FTE) per channel

What is the current spend in this area or areas?

How many transactions are received by the service per channel (online, phone, paper,
face to face)

How many of these transactions end in an outcome, and a user's' intended outcome?
¢ How many phone calls, letters or in-person visits are there to the service?

What are the reasons for those phone calls, letters or in-person visits (to get
information, chase progress, challenge a decision etc)

What will the expenditure be after transformation?

When will savings start to be realised?

What will be the reduction in average cost per transaction, service or channel?

Is there potential in other areas of the public body’s activities to consider digital work
that will contribute to spending reductions and improved services?

Technology Infrastructure

Departments should consider what savings can be made on the public body's current
technology spend, following the Government Service Design Manual and the Technology
Code of Practice.

Things to be aware of:

e Which of the body’s main technology contracts are coming to an end?

e How much less will the body spend on the replacements?

Commercial Models

Explore whether any of the functions performed by the public body could be better delivered
in collaboration with other parts of the public sector and/or in collaboration with the private
sector, whether that be private businesses or voluntary, community and social enterprise
organisations, public service mutuals, public-private joint ventures or any other organisations
that sit outside the public sector. The following list of questions will help departments decide
whether the body being reviewed may be suitable for a more commercial delivery model.

e Are similar functions carried out in other parts of the public sector?
e Could the functions be provided by people that are not public servants?
e Do the employees of the body have the desire and ability to deliver the service as a
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private business?

e Are there existing private sector organisations that provide a similar service to the
body? If so, do they tend to be more efficient and/or effective?

e Could the body operate more efficiently and/or effectively if it were not subject to some
of the constraints that apply to public bodies?
Does the body require investment that it cannot currently secure?
Does the body require skills that it cannot currently recruit?
Does the body provide services that are, or could be, sold to others outside of
government, e.g. to private sector organisations or foreign governments?

e Does the body need to undergo a significant transformation in terms of business
processes and/or IT systems?

¢ Does the body have IT infrastructure that needs to be upgraded? Are private sector
comparators equipped with better or more modern IT infrastructure?

e Does the body own assets that are under-utilised? If so, are there other organisations,
in the public or private sectors that could use this spare capacity?

If the answer to any of these questions is yes, there may be a commercial model opportunity.
The department or public body should contact the Commercial Models Team in Cabinet Office
(Email: commercialmodels@cabinetoffice.gov.uk) who will be able to provide further advice.
There may be bodies that do not meet any of these criteria but departments still consider there
is value in considering alternative delivery models — Cabinet Office may still be able to offer
support and advice in these cases.

In addition, departments should consider as part of the review whether there are changes that
could be made to the public body to improve the quality of the services provided, reduce the
cost to government and or users, generate revenue for government, or otherwise enhance its
commercial capability.

Property

Departments should consider the size of the office occupied by the public body, and consider
how better space use per FTE and savings may be derived from planned (e.g. lease breaks)
or accelerated building exits, particularly with regard to the implementation of the
government’s hubs strategy.

Departments should additionally examine how generic office functions housed within
properties providing public-facing services (e.g. Job Centres) might be moved to hubs and
smaller shared, cross-public sector solutions be found for the remaining location-specific
requirements.

Furthermore, the Building our Industrial Strateqy Green Paper'' committed to reviewing the
location of Arm's Length Bodies (ALBs) to help support regional economic
growth. Departments should ensure that all new ALBs are established outside London and
the South-East unless there are overriding reasons why this cannot be the case. Similarly,

1 https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/611705/building-our-
industrial-strategy-green-paper.pdf

20



location will be given greater consideration during Tailored Reviews and/or any change in ALB
structure.

The Government Property Unit (GPU) publishes an annual State of the Estate (SOFTE) report
to Parliament, in compliance with the 2008 Climate Change Act which lists the size and cost
of each department's estate'?.

National Property Controls’ (NPC) policy has also been in place since 2010, which assumes
departments will exit leased office properties as break options and expiries occur with these
departments seeking alternative and cheaper accommodation across the wider civil estate.
NPCs mandate that HMT, and ministerial approval is required for any of the following:

e if departments have a total value of £100,000 or more rent payable over the life of
the lease on properties where accommodation is for the purpose of office use;

all new leases;

renewals of existing leases;

the non-exercising of lease breaks;

new property acquisitions;

any new build developments;

sale and leaseback; and

any freehold sales.

GPU also manages an annual office benchmarking programme to measure the efficiency of
government offices and the data collected is also made available in the SOFTE report. Data
collection and inclusion are therefore key needs for any public body not currently providing
this information. Currently all HMG organisations should have made arrangements to provide
and place building records on e-PIMS to ensure fullest visibility of the government estate.
Local authority bodies should also be taking steps to place their buildings data onto e-PIMS
and this is a particular requirement for those signed up in One Public Estate.

A. What is the gross annual running cost of the estate of the body?

GPU report on net running costs in SOFTE

B. How many square metres does the body occupy and what is the net internal area (NIA)?
How many people (FTEs including contractors) currently occupy it?

NIA divided by FTEs provides the performance of sq.m per FTE.

Departments are expected to meet the workplace standard of:

12 https://www.gov.uk/government/publications/state-of-the-estate-report-2015-to-2016
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e # 10 sq.m or less per FTE overall by end December 2015;
e # 8 sq.m by end March 2018.

C. Are there any major estate changes planned e.g. freehold sales, PFI hand backs, leasehold
exits, acquisitions, refurbishments, workplace transformation, moves, asset management,
FM procurement?

Please also consider estate related changes planned around building access and common
IT solutions.

Strategic Asset Management Plans (SAMPs) and engagement with departments

Departments are required to maintain SAMPs for their property portfolios, covering their public
bodies. Progress against these documents forms the basis of a regular strategic dialogue
between the department, the GPU and HMT on delivery of Spending Review ambitions and
property-related targets.

Sustainability

We are working to agreed Greening Government Commitment targets and providing data sets
as required.

Procurement of Common Goods and Services

Departments should ensure that all public procurement is based on achieving value for money
and that they follow procurement processes that comply with UK public procurement policy.

For the procurement of common goods and services, departments and their Arm’s Length
Bodies, should make use of the Crown Commercial Service’'s expertise, frameworks and
centralised deals. By bringing to bear its specialist category knowledge and buying
capabilities, as well as aggregating demand, the Crown Commercial Service (CCS) helps both
central government and the wider public sector access the right suppliers and the most
competitive prices for common goods and services, achieving better value for the taxpayer.

Commercial Relationships

Departments should consider what opportunities there are to lower the cost of the commercial
contracts held by the public body and what options there might be to reduce and restructure
these costs by renegotiating contracts:

e What contracts with a total contract value of £56m or more are held by the body or by
the department on their behalf (by total contract value, annual value, start and expiry
date, and supplier)?

¢ What opportunities will there be to renegotiate major contracts?
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e What major procurements with a total project contract value of £6m or more will be
conducted during 2017-217?

Areas Subject to Cabinet Office Spending Controls

Unless agreed with the Cabinet Office by exception, the Cabinet Office controls cover all public
bodies classified for national accounts purposes as central government. If bodies are
expecting to commit expenditure covered by the controls, detailed guidance on what is
required is available online at GOV.UK. The controls currently cover expenditure in:

Advertising, marketing and communications
Commercial Control, and dispute disclosure

Digital and technology, including ID assurance
Consultancy

Property, including facilities management (FM)
Redundancy and compensation

External recruitment

Learning and development (Civil Service Learning)

Major Projects

Unless otherwise agreed by Cabinet Office and HM Treasury, all projects of public bodies that
meet the criteria for inclusion on the Government Major Projects Portfolio (GMPP) come under
the Infrastructure and Projects Authority (IPA) scrutiny and assurance processes. This
includes the quarterly provision of project data to IPA in the form of GMPP returns, publication
of key project facts in the IPA Annual Report under the transparency agenda, and projects
being subject to IPA-led assurance reviews throughout their lifecycle.

Workforce

Departments should consider the size and cost of the public body’s workforce.

e What workforce reductions have already been agreed for the body? Is there potential
to go further? Are these linked to digital savings referenced earlier?
Are the pay and conditions of the workforce in alignment with public sector pay policy?
What will the size of the body’s workforce be in terms of FTE and cost for the following
functional categories? Cabinet Office can provide standard definitions for each
functional category:

Commercial

Communications

Corporate Finance

Digital

Finance

Fraud, Error, Debt and Grants
Human Resources

Internal Audit

Legal
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e Project delivery
e Property

Departments should also consider to what extent cross-government services available are
used by the body to deliver the above functional areas, and whether further efficiencies could
be sought by using these services further.

Construction

Collective action under the mandate of Government Construction Strategy 2011-15 delivered
£3 billion of efficiency savings over the life of the strategy. Departments should continue to
consider increased productivity and savings the public body can make in line with
the Government Construction Strategy 2016-20'3, and should push as far as possible for these
to enable the forecast efficiency savings of £1.7 billion by 2020, set out in the strategy, to be
exceeded.

Fraud, Error, Debt and Grants

Departments should consider whether the level of fraud, error and debt for their public bodies
is understood and, if they are, what savings can be made through the increased prevention
and detection of fraud and error loss, and the efficient and effective debt management and
collection of overdue debt.

Fraud and Error

Does the organisation have the Counter Fraud Functional Standards in place?
Does the organisation have a culture that embraces finding fraud and actively talks
about and looks for it?

e Does the organisation have a comprehensive fraud risk assessment? Are the top
five fraud risks understood at a senior level?

e Has a fraud and error measurement exercise been undertaken on spend areas
where there are multiple similar transactions?

o If there are any significant losses through fraud and error, what reductions can be
made through increased prevention or detection?

e What is the detected level of fraud and error loss in the last financial year?

e Is there an estimate of the current level of losses due to fraud and error?

Debt

13 https://www.gov.uk/government/publications/government-construction-strategy-2016-2020
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e Does the department, and each public body have a debt management strategy that
has been agreed with their finance director, and adheres to Managing Public Money
and the Consolidated Budgeting Guidance?

e Does the department, and each public body know:

o The level of overdue debt in the last financial year?
o How much debt was written off or remitted in the last financial year?
o How much debt has the department collected, both internally and through
external debt collection agencies, in the last financial year?
o What savings could be delivered through preventing overdue debt arising
upstream and using more effective and efficient routes for debt collection?
o How to reduce losses due to writing off or remitting debt?
Do you have a specific strategy or activity to increase recovery of fraud loss?
Have you assessed your internal debt management capability?
Do you have the capacity to actively manage your debt book and if not, have you
considered use of the private sector to add capacity?

Grants

For general grants made using Exchequer funding, departments should ensure that their
public bodies are aware of and compliant with the minimum standards for government grants,
published in December 2016

Departments should consider for their public bodies what are the appropriate funding
mechanisms in delivering policies. Departments can make savings through understanding the
objectives and outcomes of policies at the inception stages and utilise cross government best
practice guidance and training in ensuring the efficiency and effectiveness of grant
administration throughout the grants lifecycle provides best value-for-money.

Have similar policies been undertaken previously?

What was the lessons learned from previous similar grant schemes?

Have the objectives / outcomes been defined appropriately for this scheme?

Has a business case been undertaken with the appropriate funding options
identified?

Shared Services

The Next Generation Shared Services (NGSS) programme will deliver efficiencies in
Government's back-office transactional costs including finance, HR and payroll. The NGSS
Strategy was approved by the relevant cabinet sub-committee in February 2012 and published
in December 2012, As part of the tailored review, departments should consider whether
separate back-office functions are needed and cost effective. Departments should make the
case for why their bodies are not delivering these functions through shared services in their

1 The minimum standards for government grants and accompanying guidance is published on gov.uk:
https://www.gov.uk/government/publications/grants-standards
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review. More detail on the sorts of questions departments should consider is given in the Next
Generation Shared Service guidance.

A comprehensive review of Shared Services has begun across all departments which includes
Arm’s Length Bodies.

Crown Oversight

A Crown Oversight Function (COF) in the Cabinet Office manages the contractual relationship
with ISSC1 and ISSC2 (shared services centres) and the performance management of the
stand-alone centres. COF is the gateway to the NGSS programme, acting as an independent
entity able to advise departments and their bodies on NGSS fit’ and advising on the suitability
of the ISSCs for their specific needs.

Using shared back-office services to make savings is as relevant to public bodies as it is to
departments. As part of the review, departments should consider why separate back office
functions are needed and cost effective. Specific areas to explore with bodies are:

e Whether there is a business need for bodies to operate a full in-house back-office
function?

e What drivers could support a change i.e. software upgrade, efficiency savings, contract
renewal?

e What support would be needed to initiate a change?

If they have not already, departments should provide support to public bodies conducting a
review of their back-office function, thinking carefully about:

e How cost effectively they currently deliver their back-office function?

e What cost savings and other benefits could be gained from a back-office
transformation?

e What potential drivers there are for change?
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Annex 1: ‘Menu’ of example benefits

- Example benefits Cash Type of
releasing or benefit
income
generating?

Efficiency ' Greater efficiency in support | Yes ., AorB
and functions or increased use of
effectivensss . shared services
More efficient use of estate Yes AorB
More efficient and flexible Yes A
. procurement and commercial
. contracts |
Improved performance outcomes = Potentially BorC
 Improved income generation or Yes (cash : A

. return on capital employed generative)

Increased customer ' Potentially C

satisfaction

user or

Examples

The review assesses the body's
performance relative to its peers and
recommends changes to improve
performance.

The review assesses the properties
occupied and concludes that
efficiencies could be generated by

implementing hot desking measures, .

reconfiguring office space or occupying
fewer buildings.

Contract renegotiation through a
competitive tender may yield cheaper
delivery of services. This could include
having a diversity of suppliers where
this brings an advantage.

The Arm's Length Body is able to
process more customer queries for the .
. same amount of money or

lower
expenditure by implementing some
improvements in its
processes.

Services that have been provided to

. other organisations for free are now

chargeable or charges are increased to
the level of full costs where they were

. previously below this level.

The body undertakes an analysis to
understand the main sources of
customer complaints. It then improves

. processes to avoid those complaints

happening in the first place, improving
customer satisfaction.

. costs

operational

Possible
Quantitative
measures

£ Reduction in

workforce or
property costs
compared to '

baseline year,

More efficient
and cost-
effective use of
space (sq.m per |
FTE), (£/sgq.m)
or £ reduction in
estates contract

' costs compared

to baseline

year,

£ Reduction in
costs of
commercial

- contracts;

Reduction  in
of
procured
commercial
goods
compared
baseline year.

o

Improved  unit

costs

£ generated/

saved

Better
outcomes;
better customer
satisfaction
measured
through surveys
or other
feedback
mechanisms.

user
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Purpose:
form and
governalce

Better
outcomes

alignment  of
and objectives

ALB : Potentially

to (by

strategic department priorities

Improvement in staff morale

Stronger internal controls and

governance,

Better

management processes

risk

Clearer or more clearly stated

organisational
mission

purpose,

or

A more appropriate form for the
function the body delivers

Ensuring the body's remit is fit for

purpose
Improved  relationship
sponsor body / OGDs

with

focusing
activity on
value adding
or priority

. areas, or

stopping

. doing things
" that are not

required).

Potentially

Potentially

Potentially

(by focusing
activity on
value adding
or priority
areas, or
stopping

doing things
that are not
required).

Potentially

Potentially
(by focusing
activity on

. value adding
. or priority

areas, or
stopping
doing things
that are not
required).

Potentially
(less staff
time spent on
engaging
with ALB as

C

BorC

C

The review assesses the success of the
body in delivering on its priorities/KPls
and recommends actions to improve
performance

© The review assesses the suitability of -

- the

- Advisory Group's

strategy/priorities/KPls with
reference to the department's Strategic
Delivery Plan and recommends

changes so that they are more closely :

aligned.

Management take action on poor
feedback from staff. This could
eventually lead to higher productivity.

Review identifies that there is no

framework document and recommends .

that one is produced.

Review identifies that the composition

of the board does not comply with the

principles of good
governance, for example, there are no
Non-Executive Directors, and
recommends changes to address this.

Users are placed more clearly at the
heart of the organisation’s mission

The body is an NDPB with an advisory
function and the review recommends
that it becomes an expert committee.

The National DNA Database Ethics
review identified

' areas where practice had moved on (for

' example,

because of advances in
technology). The review
opportunities to revise the body's remit
to cover these advances.

Review identifies issues in the
relationship between the ALB and
sponsor department and recommends
how this can be improved.

corporate |

Comparison
between
Strategic
Delivery Plans
between
different years
showing an
improved
alignment.

Staff
engagement
scores from
surveys

£ Reduction in
losses relating
to fraud, error
and debt

£ - Reduction in
expenditure or
improved
performance

outcomes  for

! key areas.

identified '

Change in
numbers of
NDPBs

Revised
governance
documents that
make the
purpose of the
ALB clearer.

Engagement/re
lationship index
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more trust is
developed)

Better board effectiveness and Potentially C Improved visibility of the body at Number or ratio
NED engagement departmental board of NEDs.

Greater involvement and engagement Feedback from
with ALB NEDs. the Chair.
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Annex C: Principles of Good Corporate Governance

A guide for assessing good corporate governance

This guidance has been designed to assess good corporate governance in non-departmental public bodies
(NDPBs) and can be adapted for assessing good corporate governance in executive agencies and non-
ministerial departments.’

Corporate governance is:

¢ ‘“the way in which organisations are directed, controlled and led. It defines relationships and the
distribution of rights and responsibilities among those who work with and in the organisation,
determines the rules and procedures through which the organisation’s objectives are set, and
provides the means of attaining those objectives and monitoring performance. Importantly, it
defines where accountability lies throughout the organisation.”*®

Good Corporate Governance

Good corporate governance is central to the effective operation of all public bodies. Departments should
aim to introduce effective governance arrangements when setting up a new public body, and scrutinise
these arrangements when the body undergoes a review. The review of governance arrangements should
be led by the sponsoring department, working closely with the chair, and for executive NDPBs the CEO,
who will have a key responsibility for ensuring that strong and robust corporate governance arrangements
are in place. As a minimum, the controls, processes and safeguards in place in NDPBs should be assessed
against the principles and policies set out in the relevant code of good corporate governance set out in
this guidance. These reflect best practice in the public and private sectors and, in particular, draw from the
principles and approach set out in Corporate Governance in Central Government Departments: Code of
Good Practice'’. For NDPBs established as companies, or which have charitable status, the public body
must also be fully compliant with relevant statutory and administrative requirements.

Comply or Explain

The “comply or explain” approach is the standard approach to corporate governance in the UK. In keeping
with this approach, the department and NDPB will need to identify as part of the review any areas of non-
compliance and explain why an alternative approach has been adopted and how this approach contributes
to good corporate governance. Reasons for non-compliance might include the need for structures and
systems to remain proportionate, commercial considerations or concerns about cost and value for money.

15 Cabinet Office will be designing additional guidance for executive agencies and non-ministerial departments in due course.

6 Corporate Governance in Central Government Departments: Code of Good Practice, p.9. To be found at
https://www.gov.uk/government/publications/corporate-governance-code-for-central-government-departments-2017

7 To be found at https://www.gov.uk/government/publications/corporate-governance-code-for-central-government-departments-2017
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NDPBs: Principles of Good Corporate Governance

Accountability

Statutory Accountability - Principle

The public body complies with all applicable statutes and regulations, and other relevant statements of
best practice.

Supporting provisions

« The public bady must comply with all statutory and administrative requirements on the use of public
funds. This includes the principles and policies set out in the HMT publication Managing Public
Money®® and Cabinet Office/HM Treasury spending controls. The body must operate within the
limits of its statutory authority and in accordance with any delegated authorities agreed with the
sponsoring department®.

e The body should operate in line with the statutory requirements and spirit of the Freedom of
information Act 2000. It should have a comprehensive publication scheme. It should proactively
release information that is of legitimate public interest where this is consistent with the provisions
of the act.

¢ The body must be compliant with data protection legislation.

e The body should be subject to the Public Records Acts 1958 and 1967.

Accountability for Public Money - Principle

The accounting officer of the public body is personally responsible and accountable to Parliament for the
use of public money by the body and for the stewardship of assets.

Supporting provisions

e There should be a formally designated accounting officer for the public body. This is usually the
most senior official (normally the chief executive).

¢ The role, responsibilities and accountability of the accounting officer should be clearly defined and
understood. The accounting officer should have received appropriate training and induction. The
body should be compliant with the requirements set out in Managing Public Money®, relevant “Dear
Accounting Officer” letters and other directions. In particular, the accounting officer of the NDPB
has a responsibility to provide evidence-based assurances required by the principal accounting
officer (PAQ). The PAO requires these to satisfy him or herself that the accounting officer
responsibilities are being appropriately discharged. This includes, without reservation, appropriate
access of the PAQ’s internal audit service into the NDPB.

e The body should establish appropriate arrangements to ensure that public funds:

are properly safeguarded,;

used economically, efficiently and effectively;

used in accordance with the statutory or other authorities that govern their use; and

o]
(e]
]
o deliver value for money for the Exchequer as a whole.

18 To be found at hitps:/fwww.gqov.uk/government/publications/managing-public-money

19 For NDPBs established as companies, or which have charitable status, departments should also ensure that the public body is fully compliant
with relevant statutory and administrative requirements.

2 To be found at hitps:/iwww.qov.uk/government/publications/managing-public-maoney
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The body's annual accounts should be laid before Parliament. The Comptroller and Auditor General should
bé the external auditor for the body.

Ministerial Accountability - Principle

The minister is ultimately accountable to Parliament and the public for the overall performance of the public
body.

Supporting provisions

* The minister and sponsoring department should exercise appropriate scrutiny and oversight of the
body.

* Appointments to the board should be made in line with any statutory requirements and, where
appropriate, with the Governance Code on Public Appointments?’.

* The minister will normally appoint the chair and all non-executive board members of the body and
be able to remove individuals whose performance or conduct is unsatisfactory.

» The minister should be consulted on the appointment of the chief executive and will normally
approve the terms and conditions of employment?2.

s The minister should meet the chair and/or chief executive on an appropriately regular basis.

+ A range of appropriate controls and safeguards should be in place to ensure that the minister is
consulted on key issues and can be properly held to account. These will normally include:

o a requirement for the body to consult the minister on the corporate and/or operational
business plan;

o arequirement for the exercise of particular functions to be subject to guidance or approval
from the minister;

a general or specific power of ministerial direction over the ¢ body;

o a requirement for the minister to be consulted by the body on key financial decisions. This
should include proposals by the body to: (i) acquire or dispose of land, property or other
assets; (ii} form subsidiary companies or bodies corporate; and (iii) borrow money; and

o a power to require the production of information from the body which is needed to answer
satisfactorily for the body's affairs.

* The minister should ensure Parliament is informed of the activities of the body through publication
of an annual report.

Roles and Responsibilities

Role of the Sponsoring Department - Principles

The departmental board ensures that there are robust governance arrangements within the board of each
public body. These arrangements set out the terms of their relationship and explain how they will be put
in place to promote high performance and safeguard propriety and regularity.

There is a sponsor team within the department that provides appropriate oversight and scrutiny of, and
support and assistance to, the public body.

21To be found at:
https://www.gov.uk/government/uploads/system/uploads/attachment_data/file/578498/governance_code_on_public_app
ointments_16_12_2016.pdf

22 Where the Chief Executive will also be Accounting Officer for the public body, the Principal Accounting Officer in the sponsor department,
usually the Permanent Secretary, should also be consulted.
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Supporting provisions

» The departmental board’s regular agenda should include scrutiny of the performance of the body.
The departmental board should establish appropriate systems and processes to ensure that there
are effective arrangements in place for governance, risk management and internal control in the
public body.

» There should be a framework document in place which sets out clearly the aims, objectives and
functions of the body and the respective roles and responsibilities of the minister, the sponsoring
department and the body. This should follow the template set out in Managing Public Money?®. The
framework document should be published. It should be accessible and understood by the
sponsoring department, all board members and by the senior management team in the body. It
should be regularly reviewed and updated.

* The department should set out its accountability relationship with the body within the Accounting
Officer System Statement.

¢ There should be a dedicated sponsor team within the sponsor department. The role of the sponsor
team should be clearly defined.

» There should be regular and ongoing dialogue between the sponsoring department and the body.
Senior officials from the sponsoring department may as appropriate attend board and/or committee
meetings. There might also be regular meetings between relevant professionals in the sponsoring
department and the body.

Role of the Board - Principles

The public body is led by an effective board which has collective responsibility for the overall performance
and success of the body. The board provides strategic leadership, direction, support and guidance.

The board — and its committees — have an appropriate balance of skills, experience, independence and
knowledge.

There is a clear division of roles and responsibilities between non-executive and executives. No one
individual has unchallenged decision-making powers.

Supporting provisions

e The board of the public body should:
o meet regularly;
o retain effective control over the body; and
o effectively monitor the senior management team.
e The size of the board should be appropriate.
e Board members should be drawn from a wide range of diverse backgrounds.
¢ The board should establish a framework of strategic control (or scheme of delegated or reserved
powers). This should specify which matters are specifically reserved for the collective decision of
the board. This framework must be understood by all board members and by the senior
management team. It should be regularly reviewed and refreshed.
¢ The board should establish formal procedural and financial regulations to govern the conduct of its
business.
e The board should establish appropriate arrangements to ensure that it has access to all such
relevant information, advice and resources as is necessary to enable it to carry out its role
effectively.

2 To be found at Annex 7.2 Managing Public Money, https://www.gov.uk/government/publications/managing-public-money

33



The board should make a senior executive responsible for ensuring that appropriate advice is given
to it on all financial matters.

The board should make a senior executive responsible for ensuring that board procedures are
followed and that all applicable statutes and regulations and other relevant statements of best
practice are complied with.

The board should establish a remuneration committee to make recommendations on the
remuneration of top executives?t. Information on senior salaries should be published. The board
should ensure that the body's rules for recruitment and management of staff provide for
appointment and advancement on merit.

The chief executive should be accountable to the board for the ultimate performance of the public
body and for the implementation of the board’s policies. He or she should be responsible for the
day-to-day management of the body and should have line responsibility for all aspects of executive
management.

There should be an annual evaluation of the perfermance of the board and its committees — and
of the chair and individual board members?®,

Role of the Chair - Principle

The chair is responsible for leadership of the board and for ensuring its overall effectiveness.

Supporting provisions

The board should be led by a non-executive chair.

There should be a formal, rigorous and transparent process for the appointment of the chair. This
should be compliant with the code of practice issued by the Commissioner for Public
Appointments?. The chair should have a clearly defined role in the appointment of non-executive
board members.

The duties, role and responsibilities, terms of office and remuneration of the chair should be set
out clearly and formally defined in writing. Terms and conditions must be in line with Cabinet Office
guidance?” and with any statutory requirements. The responsibilities of the chair will normally
include:

o representing the public body in discussions with Ministers;

o advising the sponsoring department and Ministers about board appointments and the
performance of individual non-executive board members;

o ensuring that non-executive board members have a proper knowledge and understanding
of their corporate role and responsibilities. The chair should ensure that new members
undergo a proper induction process and is normally responsible for undertaking an annual
assessment of non-executive board members’ performance;

o ensuring that the board, in reaching decisions, takes proper account of guidance provided
by the sponsoring department or ministers;

o ensuring that the board carries out its business efficiently and effectively;

24 In government departments, the committee’s responsibilities include setting bonus payments and scrutinising succession planning.

% The sponsoring department is responsible for assessing the performance of the chair. The chair is responsible for assessing the performance
of non-executive board members.

2 To be found at
https: /iwww.gov.uk/government/uploads/system/uploads/attachment_data/file/578498/governance_code_on_public_appointments_16_12_2016

.pdf

27 public Appointments: Guidance to Departments. To be found at hitps://www gov.uk/government/publications/code-of-practice-for-ministerial-
appointments-to-public-bodies
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o representing the views of the board to the general public; and
o developing an effective working relationship with the chief executive and other senior staff.
+ The roles of chair and chief executive should be held by different individuals.

Role of Non-Executive Board Members - Principle
As part of their role, non-executive board members provide independent and constructive challenge.
Supporting provisions

» There should be a majority of non-executive members on the board.

» There should be a formal, rigorous and transparent process for the appointment of non-executive
members of the board. This should be compliant with the code of practice issued by the
Commissioner for Public Appointments?®.

* The duties, role and responsibilities, terms of office and remuneration of non-executive board
members should be set out clearly and formally defined in writing. Terms and conditions must be
in line with Cabinet Office guidance®® and with any statutory requirements. The corporate
responsibilities of non-executive board members (including the chair) will normally include:

o establishing the strategic direction of the public body (within a policy and resources
framework agreed with Ministers);

o overseeing the development and implementation of strategies, plans and priorities;
overseeing the development and review of key performance targets, including financial
targets;

o ensuring that the body complies with all statutory and administrative requirements on the
use of public funds;

o ensuring that the board operates within the limits of its statutory authority and any delegated
authority agreed with the sponsoring department;

o ensuring that high standards of corporate governance are observed at all times. This should
include ensuring that the body operates in an open, accountable and responsive way; and

o representing the board at meetings and events as required.

¢ All non-executive board members must be properly independent of management®.

e All non-executive board members must allocate sufficient time to the board to discharge their
responsibilities effectively. Details of board attendance should be published (with an accompanying
narrative as appropriate).

e There should be a proper induction process for new board members. This should be led by the
chair. There should be regular reviews by the chair of individual members’ training and
development needs.

Effective financial management - Principle

28 To be found at hitp:/publicappointmentscommissioner.independent.gov.uk/the-code-of-praclice/

29 Code of Conduct for Board Members of Public Bodies. To be found at hiips://www.gov.ulk/govermnment/publications/public-bodies-information-
and-guidance

% 'Independence” on private sector boards is determined according to criteria set out in the UK Corporate Governance Code (Paragraph B.1.1).
To be found at htips://www.frc.org.uk/Our-Work/Codes-Standards/Corporate-governance/UK-Corporate-Governance-Code.aspx
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The public body has taken appropriate steps to ensure that effective systems of financial management
afnd internal control are in place.

Supporting provisions
Annhual Reporting

e The body must publish on a timely basis an objective, balanced and understandable annual report.
The report must comply with HM Treasury guidance.

Internal Controls

e The body must have taken steps to ensure that effective systems of risk management are
established as part of the systems of internal control.

o The body must ensure that an effective internal audit function is established as part of the systems
of internal control. This should operate to government internal audit standards and in accordance
with the Public Sector Internal Audit Standards®'. The effective internal audit function could be
provided by a cross-government supplier — e.g. Government Internal Audit Agency.

o There must be appropriate financial delegations in place. These should be understood by the
sponsoring department, by board members, by the senior management team and by relevant staff
across the body. Effective systems should be in place to ensure compliance with these delegations.
These should be regularly reviewed.

o There must be effective anti-fraud and anti-corruption measures in place.

e There must be clear rules in place governing the claiming of expenses. These should be published.
Effective systems should be in place to ensure compliance with these rules. The body should
proactively publish information on expenses claimed by board members and senior staff.

e The annual report should include a statement on the effectiveness of the body’s systems of internal
control.

Audit Committee

e The board should establish an audit (or audit and risk) committee with responsibility for the
independent review of the systems of internal control and of the external audit process.

External Auditors

¢« The body should have taken steps to ensure that an objective and professional relationship is
maintained with the external auditors.

Communications - Principle

The body is open, transparent, accountable and responsive.
Supporting provisions

Communications with Stakeholders

¢ The public body should have identified its key stakeholders. It should establish clear and effective
channels of communication with these stakeholders.

Communications with the Public

< The public body should make an explicit commitment to openness in all its activities. It should
engage and consult with the public on issues of real public interest or concern. This might be via

31 Public Sector Internal Audit Standards can be found at: https://www.gov.uk/government/publications/public-sector-internal-audit-standards
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new media. It should publish details of senior staff and board members together with appropriate
contact details.

The body should consider holding open board meetings or an annual open meeting.

The body should proactively publish agendas and minutes of board meetings.

The body should proactively publish performance data.

In accordance with transparency best practice, bodies should consider publishing their spend data
over £500. By regularly publishing such data and by opening their books for public scrutiny, bodies
can demonstrate their commitment to openness and transparency and to making themselves more
accountable to the public.

The body should establish effective correspondence handling and complaint procedures. These
should make it simple for members of the public to contact the body and to make complaints.
Complaints should be taken seriously. Where appropriate, complaints should be subject to
investigation by the Parliamentary Ombudsman3®2. The body should monitor and report on its
performance in handling correspondence.

Marketing and PR

The public body must comply with the Government’'s conventions on publicity and advertising33.
These conventions must be understood by board members, senior managers and all staff in press,
communication and marketing teams.

Appropriate rules and restrictions must be in place limiting the use of marketing and PR
consultants.

The body should put robust and effective systems in place to ensure that the public body is not,
and is not perceived to be, engaging in political lobbying. This includes restrictions on board
members and staff attending party conferences in a professional capacity®.

Conduct and Behaviour - Principle

The board and staff of the public body work to the highest personal and professional standards. They
promote the values of the body and of good governance through their conduct and behaviour.

Supporting provisions

Conduct

A code of conduct must be in place setting out the standards of personal and professional
behaviour expected of all board members. This should follow the Cabinet Office code35. All
members should be aware of the code. The code should form part of the terms and conditions of
appointment.

32 This requires the public body to be listed in the Parliamentary Commissioner Act 1967. A list of bodies covered can be found at:
https://www.ombudsman.org.uk/

33 Government Communication Propriety Guidance: https://gcs.civilservice.gov.uk/wp-content/uploads/2015/09/Government-Communication-
Propriety-Guidance.pdf

3 Section 3, Code of Conduct for Board Members of Public Bodies. To be found at https://mww.gov.uk/government/publications/public-bodies-
informnation-and-quidance

3% Code of Conduct for Board Members of Public Bodies. To be found at hitps:/www.gov.uk/government/publications/public-bodies-information-
and-quidance
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e The body has adopted a code of conduct for staff. This is based on the Cabinet Office model code®®.
All staff should be aware of the provisions of the code. The code should form part of the terms and
conditions of employment.

e There are clear rules and procedures in place for managing conflicts of interest. There is a publicly
available register of interests for board members and senior staff. This is regularly updated.

e There are clear rules and guidelines in place on political activity for board members and staff. There
are effective systems in place to ensure compliance with any restrictions.

e There are rules in place for board members and senior staff on the acceptance of appointments or
employment after resignation or retirement. These are effectively enforced.

e Whistle-blowing procedures consistent with the Public Interest Disclosure Act®” are in place.

Leadership

Board members and senior staff should show leadership by conducting themselves in accordance with
the highest standards of personal and professional behaviour and in line with the principles set out in
respective codes of conduct.

NDPBs (with Advisory Functions): Principles of Good Corporate Governance

Advisory NDPBs are set up to provide independent expert advice to ministers on an ongoing basis. They
are usually established administratively (although some are set up by statute), financed directly by the
department and supported by civil servants of the sponsor department. Advisory bodies are usually
accounted for through the accounts of the sponsor department. By contrast, executive NDPBs are often
set up through legislation, employ their own staff and prepare their own accounts for presentation to
Parliament.

Corporate governance is defined as the way in which organisations are directed, controlled and led.
Ultimately, it defines where accountability lies. This guide has been prepared to set out corporate
governance arrangements for advisory NDPBs. It takes account of the principles set out in the Corporate
Governance Code for Central Government Departments.

The attached framework sets out the broad principles of good corporate governance, and the policies that
underpin these, which should apply to all advisory NDPBs. These principles should be applied in a
proportionate manner, and when assessing adherence against these principles departments should
employ the standard comply or explain methodology.

Accountability

Accountability - Principle

The minister is ultimately accountable to Parliament and the public for the overall performance, and
continued existence, of the advisory NDPB.

Supporting provisions

< The minister and sponsoring department should exercise appropriate scrutiny and oversight of the
advisory NDPB. This includes oversight of any public monies spent by, or on behalf of, the body.

% puslic Bodies Guide for Departments Chapter 5: Public Body Staff. To be found at https://www.gov.uk/govarnment/publications/public-bodies-
infomnation-and-guidance

37 https://www.gov.uk/government/publications/the-public-interest-disclosure-act

38



+ Appointments to the advisory NDPB should be made in line with any statutory requirements and,
where appropriate, with the code of practice issued by the Commissioner for Public Appointments.

« The minister will normally appoint the chair and all board members of the advisory NDPB and be
able to remove individuals whose performance or conduct is unsatisfactory.

+ The minister should meet the chair on a regular basis.

+ There should be a requirement to inform Parliament and the public of the work of the advisory
NDPB in an annual report (or equivalent publication) proportionate to its role.

* The advisory NDPB must be compliant with data protection legislation.

« The advisory NDPB should be subject to the Public Records Acts 1958 and 1967.

Roles and Responsibilities

Role of the Sponsoring Department - Principles

The departmental board ensures that there are appropriate governance arrangements in place with the
advisory NDPB.

There is a sponsor team within the department that provides appropriate oversight and scrutiny of, and
support and assistance to, the advisory NDPB.

Supporting provisions

¢ Depending on the risks to the department’s wider objectives and/or the size of the advisory body,
the following arrangements may need to be put in place:

@]

The departmental board’s agenda should include scrutiny of the performance of the
advisory NDPB proportionate to its size and role.

There should be a document in place which sets out clearly the terms of reference of the
advisory NDPB. It should be accessible and understood by the sponsoring department and
by the chair and members of the advisory NDPB. It should be regularly reviewed and
updated.

There should be a dedicated sponsor team within the sponsor department. The role of the
sponsor team should be clearly defined.

There should be regular and ongoing dialogue between the sponsoring department and the
advisory NDPB.

There should be an annual evaluation of the performance of the advisory NDPB and any
supporting committees — and of the chair and individual members.

Role of the Chair - Principle

The chair is responsible for leadership of the advisory NDPB and for ensuring its overall effectiveness.

Supporting provisions

e The advisory NDPB should be led by a non-executive chair.

e There should be a formal, rigorous and transparent process for the appointment of the chair. This
should be compliant with the code of practice issued by the Commissioner for Public Appointments.
The chair should have a clearly defined role in the appointment of non-executive board members.

e The duties, role and responsibilities, terms of office and remuneration (if only expenses) of the
chair should be set out clearly and formally defined in writing. Terms and conditions must be in line
with Cabinet Office guidance and with any statutory requirements. The responsibilities of the chair
will normally include:
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representing the advisory NDPB in any discussions with ministers;
advising the sponsoring department and ministers about member appointments and the
performance of members ;

o ensuring that the members have a proper knowledge and understanding of their role and
responsibilities. The chair should ensure that new members undergo a proper induction
process and is normally responsible for undertaking an annual assessment of non-
executive board members’ performance;

o ensuring that the advisory NDPB, in reaching decisions, takes proper account of guidance
provided by the sponsoring department or ministers;
ensuring that the advisory NDPB carries out its business efficiently and effectively; and
representing the views of the advisory NDPB to the general public, when required.

Role of other members - Principle

The members should provide independent, expert advice.

Supporting provisions

There should be a formal, rigorous and transparent process for the appointment of members to the
advisory NDPB. This should be compliant with the code of practice issued by the Commissioner
for Public Appointments.

Members should be properly independent of the department and of any vested interest (unless
serving in an ex-officio or representative capacity).

Members should be drawn from a wide range of diverse backgrounds, but should have knowledge
and expertise in the field within which the body has been set up to advise ministers. The advisory
NDPBs as a whole should have an appropriate balance of skills, experience, independence and
knowledge.

The duties, role and responsibilities, terms of office and remuneration of members should be set
out clearly and formally defined in writing. Terms and conditions must be in line with Cabinet Office
guidance and with any statutory requirements.

All members must allocate sufficient time to the advisory NDPBs to discharge their responsibilities
effectively.

There should be a proper induction process for new members. This should be led by the chair.
There should be regular reviews by the chair of individual members’ training and development
needs.

All members should ensure that high standards of corporate governance are observed at all times.
This should include ensuring that the advisory NDPB operates in an open, accountable and
responsive way.

Communications - Principle

The advisory NDPB should be open, transparent, accountable and responsive.

Supporting provisions

The advisory NDPB should operate in line with the statutory requirements and spirit of the Freedom
of Information Act 2000.

The advisory NDPB should make an explicit commitment to openness in all its activities. Where
appropriate, it should establish clear and effective channels of communication with key
stakeholders. It should engage and consult with the public on issues of real public interest or
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concern. This might include holding open meetings or annual public meetings. The results of
reviews or inquiries should be published.

The advisory NDPB should proactively publish agendas and minutes of its meetings.

There should be robust and effective systems in place to ensure that the advisory NDPB is not,
and is not perceived to be, engaging in political lobbying. There should also be restrictions on
members attending party conferences in a professional capacity.

Conduct and behaviour - Principle

Members should work to the highest personal and professional standards. They should promote the values
of the advisory NDPB and of good governance through their conduct and behaviour.

Supporting provisions

A code of conduct must be in place setting out the standards of personal and professional
behaviour expected of all members. This should follow the Cabinet Office Code. All members
should be aware of the code. The code should form part of the terms and conditions of appointment.
There are clear rules and procedures in place for managing conflicts of interest. There is a publicly
available register of interests for members. This is regularly updated.

There must be clear rules in place governing the claiming of expenses. These should be published.
Effective systems should be in place to ensure compliance with these rules.

There are clear rules and guidelines in place on political activity for members and that there are
effective systems in place to ensure compliance with any restrictions.

There are rules in place for members on the acceptance of appointments or employment after
resignation or retirement. These are enforced effectively.
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Annex D: Additional Guidance for Reviews of Public Sector Research
Establishments

Introduction

Public sector research establishments (PSREs) are a diverse collection of public bodies carrying out
research. This research supports a wide range of Government objectives, including informing policy
making, statutory and regulatory functions and providing a national strategic resource in key areas of
scientific research. They can also provide emergency response services. They interact with businesses
around a wide array of innovation-related functions.

Purpose of the Guidance

This guidance provides a set of high-level principles to be considered for use alongside other existing
guidance to inform decision making when reviewing the role and delivery model of PSREs. It provides a
framework for considering the role, function and form of the PSRE and which delivery model best serves
the role it is required to provide to the Government. It supplements the guidance contained in the core of
this document with additional context for reviews of PSREs.

How to use the guidance

This guide is to be used alongside the methodology described in this tailored review guidance and other
Cabinet Office guidance on executive agencies®. Additionally reviewers should consult the Director of
Business Innovation at the Department for Business, Energy and Industrial Strategy in order to ensure
growth impacts are properly considered and to explore scope for efficiencies.

This guidance concentrates on the function and form of the PSRE. It provides a set of questions to be
considered, and a framework which can be used when doing this.

Overview of areas for consideration

Due to the unique nature of PSREs, sponsoring departments need to consider the functional areas
alongside the delivery model which best serves them. The three key themes are:

a) Policy and Regulation - the policy, regulatory and emergency response roles played by the PSRE
which is supported by its scientific and technical expertise/capabilities and resources. This should
also include services provided across Government, and in an international context. The PSRE may
also support Government in enabling it to be an ‘intelligent customer’ for evidence and research.

b) Science - the special scientific and technical capabilities, facilities and resources held or maintained
by the PSRE and the importance of these to national or international research capability. The PSRE
may also have a role in advanced scientific training and education, and the exploitation of
technology.

c) The economic / innovation system - the broader economic roles the PSRE plays in local, regional,
national or international systems, such as knowledge transfer, commercialisation activity. It may
also provide an advisory service, or have a role in setting and monitoring national or international
standards and accreditation.

38 To be found at hitps:/iwww.gov.uk/government/publicalions/public-bodies-information-and-guidance
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Réview principles

The review must identify each of the functions of the body, and decide whether those functions are still
reduired. Once decisions have been made on the future of those functions, the review can move on to
consider each function in more depth.

The following basic principles should underpin the review process. They are split into two areas — the
function and form of the PSRE.

Function:

e A PSRE must support Government policy and decision-making through its capabilities, expertise
and the assets it holds, and the activities it performs, playing a unique or distinctive role in
policy/regulatory, science or economic/innovation systems. This is reflected in the PSRE's ability
to support the goals, priorities, operations and service delivery of the sponsor and other
departments, and to wider science and economic and innovation systems.

o Government needs to consider the public value it seeks to obtain in the short, medium and long-
term, and how this can best be obtained. Not only must sponsors and customers be as clear as
possible about their likely future needs, but the review must take into consideration cross-
Government requirements and over-arching priorities.

e PSREs also function as supports to business in different ways of innovation and firm growth. The
review should establish a clear understanding of these functions.

Form:

e The review must focus on selecting a sustainable business model that can maintain the capabilities,
expertise and assets required in the short, medium and long term whilst maximising value for
money and avoiding state aid issues. The real costs of maintaining the capabilities, expertise and
assets under alternative business models should also be fully considered.

e The possible risks and benefits of closer collaboration with other organisations where synergies
might be achievable, within or, where appropriate, outside of the UK, should be considered as part
of the business model review.

e The business model should maximise the exploitation of assets, knowledge, technology or
expertise for economic benefit, so long as this does not jeopardise their ability to fulfil the role
required by Government in the short, medium and longer term. The review must consider not simply
the risks and opportunities to the sponsor or customer of alternative business models but must also
consider cross-Government risks and opportunities.

e« The existing business model should be as rigorously tested as any alternative models, and
presumption should not be that the status quo must be the best way.

Process

It is important to note that the review should not be a closed process involving only the sponsor and the
PSRE. Users, including those in industry, audiences and cross-government stakeholders should be
genuinely engaged in the review.

The review should ensure that it identifies and takes account of the strategic challenges and opportunities
facing the PSRE. It is critical that this is done in consultation with stakeholders who understand the role
and potential of the organisation (including those with experience of commercialising research) to help
identify the range of opportunities available. This will help to develop a clear sense of the strategic priorities
for the PSRE moving forward. Strategic thinking tools such as SWOT analysis and gap analysis may be
useful in this regard.
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The review framework on page 36 can be used to set out the issues identified with the roles and delivery
model of the PSRE. The questions below should be used to supplement the framework.

Reviewing the function of the PSRE

The first stage of the review should identify and examine the key functions of the PSRE. It should assess
how the functions contribute to the core business of PSRE, the sponsor and wider stakeholders including
the Government Office for Science, and should consider whether the functions are still needed.

1. Does the PSRE have a unique or distinctive role in national or international policy or regulatory

systems?

a. Does it provide a statutory or regulatory service?

b. What policy advice or support roles does it have?

c. Does it provide an emergency response role for government?

d. Does it carry out foresight or horizon-scanning research, assessing future threats or
challenges, and support longer term UK interests?

e. Does the PSRE contribute to cross government functions and capabilities?

f. Does the PSRE act as the intelligent customer for evidence and research commissioned
from other bodies?

g. Does the PSRE perform an international policy role or otherwise contribute to the
international obligations of government, for instance, participation in or monitoring for,
intergovernmental or treaty bodies, collaboration with partner institutes in other countries?

h. Does the PSRE directly develop technology necessary to support one of the functions of

Government?

2. Does the PSRE play a unique or distinctive role in its science field, either domestically or
internationally?

a.

Does the PSRE provide special expertise in particular research fields/problem areas? Does
it play a distinctive role in major national or international research
networks/collaborations/communities in these areas? Are there any barriers to
collaboration that need to be addressed by this review?

Does the PSRE have particular expertise in specific techniques or research methods that
are considered to be nationally or internationally important?

Does the PSRE hold unique resources such as research facilities, sample or specimen
collections, datasets, or other resources that are considered to be nationally or
internationally important?

Does the PSRE play a critical role in advanced scientific training and education in its
research fields, problem areas, or in relation to its resources that is considered to be
regionally, nationally or internationally important?

3. Does the PSRE play a unique or distinctive role/s in local, national, sectorial or international
innovation systems, e.g. through the provision of expertise, contract research, special facilities,
knowledge transfer, technical services, certification, accreditation, advisory or extension services,
or through the provision of other support services or other kinds of ‘public good' that the market
would otherwise fail to provide?

a.

Does the PSRE play a role in specific sectors or range of sectors, nationally or
internationally?
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b. Does the PSRE provide a service which the market would otherwise fail to provide, or does
not have the capabilities to do so?

Does the PSRE play a role in a local economic zone or cluster?

a o

Does the PSRE play a special role in the setting of national standards?
e. Does the PSRE play a special role in international standards setting activities?

f. Does the PSRE have a role in encouraging inward UK investment through its international
policy advice, monitoring or other roles?

g. Does the PSRE support patterns of training and mobility that support particular sectors?

h. Does the PSRE play a role in promoting translation of research?

Reviewing the delivery model of the PSRE

The review should then consider how the function of the PSRE might best be delivered. The existing
business model should be as rigorously tested as any alternative models. A checklist of delivery options
is available at Annex A on page 10 of this document.

Reviewers should also consider the following questions:

1.

How does the PSRE’s business model support its particular role e.g. the governance relationship
with its sponsor, financial accountability, performance management, HR issues, access to
complementary funding streams, relationship with other clients inside/outside government,
relationships with other countries, etc.? Could its role be underpinned sustainably by alternative
business models? Could this be undermined by alternative business models? Could an alternative
business model enhance its ability to carry out its role?

Are there other actors capable of playing or contributing to those roles?

Are there any constraints which affect the extent to which other actors might perform those roles?
For instance, the specialised nature of the expertise/capabilities, resources or training in question,
or the need to maintain expertise, facilities or resources required to underpin the special policy
roles discussed above, capacity of the parent department/sponsor to act as an intelligent
customer/commissioner may be constraints. Are there other reasons why these roles still need to
be performed by the PSRE under the current business model? Even with such constraints, can
these actors still be involved in some way?

Does the business model allow the PSRE to maximise commercial activities without compromising
their ability to fulfil the role required by Government and its stakeholders? Would any change
minimise complexity or reduce administration costs?

Does the business model have a positive or negative impact on the PSRE'’s eligibility for new or
existing funding streams, or are there state aid issues which could arise? Are there implications on
VAT exemptions which could affect its tax liability?
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Summary of Considerations

1.

What are the short/medium/long term objectives of the government and how does the
PSRE contribute to them?

Are other actors capable of playing, or contributing to, or offering assets in support of the
roles and activities needed to fulfil the functions of the PSRE? Are there alternative
business models which can deliver increased impact and/or overcome any current
constraints including allowing other actors be involved?

Are there reasons why these roles should continue to be performed by the PSRE and how
are the capabilities, assets, expertise and activities which support Government policy and
UK interests sustainably underpinned by the current or a revised business model?

To what extent could alternative business models support the delivery of the PSRE’s
functions?

Under which business model is the PSRE most likely to maximise the exploitation of
assets, knowledge, technology or expertise without risking the ability to generate the public
value sought by Government in the short, medium and long term and without creating state
aid issues or having an adverse impact on sources of funding?

Next Steps

After examining the role of the PSRE and the most appropriate delivery model, the review
should move to scrutinising the governance arrangements of the organisation and the scope
for the body delivering efficiencies.
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Annex E: Additional Guidance for Reviews of NDPBs that Provide
Scientific Advice to Government

Scientific Advisory Committees or Councils (both terms are abbreviated to SAC) help
government departments (and other executive public bodies) access, interpret and
understand the full range of relevant scientific information, and to make judgements about its
relevance, potential and application. Such committees give advice on a very wide range of
issues, spanning everything from the food we grow and eat, to the quality of our environment,
the safety of our roads and transport, and the design of buildings we live and work in. They
review, and sometimes commission scientific research, and offer independent expert
judgement, including highlighting where facts are missing and where uncertainty or
disagreement exists. SACs may be required to provide advice on the state of current
knowledge, the application of information to specific issues, or both.

SACs that are NDPBs are subject to tailored review. Government Office for Science should
be consulted as part of reviews of such advisory NDPBs, at a minimum as part of the
development of the terms of reference of the review, and then later in the process once
emerging recommendations are in place.

Further advice on the operation of Scientific Advisory Committees are available in guidance
maintained by Government Office for Science, including the principles of scientific advice to
government and the Code of Practice for Scientific Advisory Committees.*

3% To be found at hitps://www.gov.uk/government/publications/scientific-advisory-committees-code-of-practice
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Our Courses - January - De

A olntability & Governance for Arm's Length Bodies
Birigan Effective Non-Executive Director

Intrduction to Audit Bt Risk Assurance Committees
Publi¢ Accountability for New Accounting Officers
fnth-Power-Change: How ta Run an Effective Review

o~ ;

Financial Management & Commercial Skills

Eifeciive Contract Management 12
Ove rview of Central Government Finance 12
Finance for Non-Finance Managers 13

Information, Digital & Data Management

Data Visualisation: Simplifying Your Message 15
Dermystifying Data: Maximising Its Value 16
Digital Leadership 16
Managing Freedom of Information (FOI) 17

Law & Legal Awareness

Legal Awareness for Regulators 19
Understanding the UK Legal System 19

Bespoke In-House Courses

Improving Audit Committee Effectiveness 40
Preparing for Public Accounts Committee 10

Financial Management & Commercial Skills

QOverview of Central Government Finance 40

Information, Digital & Data Management

Data Visualisation: Simplifying Your Message
Inroduction to Utilising Social Media Channels 41

Legal Awareness far Regulators

Covil Service College (20 SOt 50010

Leadership & Manayement

Coaching and Mentoring Skills for Leaders
Effective & Efficient Systems & Processes
Emotional Intelligence Leadership

Executive Presénce: Style, Substance and Character
Inclusive Leadership

The Five Pillars of inciusive Leadership
Organisational Starytelling

Strategic 1hinking for Seniar Exccutives
Understanding & Managing Risk

Women and Breakthrough Leadership

Building Personal Resilience

Building Relations € Asserting Influence

Career Transition: Life Skills to Shape Your Future
Career Transition: For Senior Executives

Mastering Great Performances in Public Presentation
Speechwriting

The Next Step: Preparing for Retirement

Policy Skills

Behavioural Public Policy

Co-Production: Engaging with Members of the Public
Essential Skills for Working in a Politieal Environment

Operationalising Policy: Hitting the Target, but Missing the Point?

Leadership ft Management

Coaching and Mentoring Skills for Leaders
Collaborative Leadership
Transformational Leadership
Understanding & Managing Risk
Introduction to Management
Management in Praclice

Professional Development Skills

Thriving on Diversity: How to succeed and Manage Diversity
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Effective Policy Making
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Briefing Skills
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Effective Public Financial Management

Aim:

Since the 1990s, there has been a surge of
interest among international agencies in the
way public sector budgets are set, managed, and

reported on. This reflects not only an increased GOVernm
ent @

A

demand for transparency, but also recognition
that effective public financial management
(PFM) is pivotal to ecanomic and developmental
success. B u d
This five-day programme provides a thorough g et .
insight in public finance management (PFM)
for those who are involved in policy work,
sector programmes, or have management
responsibilities in government ministries,

T

departments and agencies. [t has been designed specifically with the developing country context in mind. This
programme has been designed to better equip the participant to understand the full breadth of PFM functions that
impact upon the work in their sectors.

What you will learn:

e Be aware of the complex nature of PFM reform ~ the political
dimension, the macro-economic context, the legal and requlatory
framework, the institutional framework, the constraining dimension
of functional linkages and the financial administration network

o Understand what is meant by political economy analysis

* Be equipped with some basic framewaorks for identifying the
strengths and weaknesses of a country’s PFM systems.

e Be equipped with some basic analytical frameworks for looking at
Public Finance Management - based upon the objectives for sound
PFM: fiscal discipline, allocative efficiency and technical efficiency.

¢ Understand Budget Formulation; Budget Classification; Budget Preparation; Budget Execution encompassing
Budget Releases, the Treasury Single Account, Commitment Control Systems, Establishment Control, the
Expenditure Cycle, elements of payroll management and procurement, Financial Management and Reporting, and
Internal Control: External Audit and Par iamentary Oversight

e Understand elements of revenue management (tax, non-tax, royalties, grants and dividends) as well as debt
management

e Be able to question the nature of relevance of some popularly promoted PFM reforms - such as performance
budgeting, budgeting by objectives, activity based budgeting, the use of MTEF, accrual accounting, IFMIS, and
public-private partnerships

Benefits of attending - You will be able to:

~» Gain in-depth knowledge of best practice government finance processes
| o Understand how all government finance roles should fit together

Take your public sector finance skills to an advanced level

Understand how to communicate with people who don't have a finance
background

Be able to move into a different public sector finance role




PROGRAMME OUTLINE

Day 1

Cunent gpproach to public finance

o VKt is perceived as excellent financial management

e Keyprinciples and themes in public finance

¢ Responsibilitics of the Treasury, Ministers, National Audit Office and
Parlament

¢ Conditions for use of public funds

o Conditions for access to the contingencies fund

. (Bio‘\frnance structure in Central Government and Arm's Length

odies

Day 2

Planning for public spending

o Types of expenditure {Resource/Capital, DELJAME

» Processes of budgeting (Spending Review, Budget)

» Comstraints and flexibilities (Budget Exchange, New burdens
principle)

o Capital ranking exercise

Day 3

Sources of financing

® Outsourcing

e Public-Private Partnership
® Social impact bonds

Day 4

Measurement and evaluation

® Evaluation and performance monitoring

& Sources of guidance in the UK, e.g. The Green Book and The Magenta
Book

» Case examples of value for money assessment and impact
Evaluations

Day 5

Scrutiny of public finance

¢ Therole of internal audit

o Future of internal audit services in the public sector: a single
integrated internal audit service?

¢ UK Bribery Act 2010

¢ Case studies on risk management, code of ethics and whistleblowing

Date: 24th-28th July 2017
& 23rd-27th October 2017

Obtaining funds

® Sources of finance for Central Government Departments

¢ Sources of finance for Non-Departmental Public Bodies and Public
Corporation

¢ Qutsourcing

¢ Criteria for using private finance arrangements

® Tax system .

financial reporting

® Sources of guidance: The Government Financial Reporting Manual
@ Preparation and presentation of financial statements: annual report
and accounts

The statement of Parliamentary Supply

Whole of Government Accounts

® Financial Reporting Advisory Board

Study visit - Alternative financial instrument - social impact bonds
® Greater London Authority

Study visit - Government's approoch te Value for Money
¢ Department for Communities and Local Government

Financial accountability

* The role of the Public Accounts Committee
® The role of the Treasury Select Committee
® The role of the National Audit Office

® Managing Public Money Guidance

® Ministers and Accounting Officers

Location: London

For further details and programme booking, please email Ade Arimoro on
ade@civilservicecollege.org.uk, or telephone him on +44 (0)20 8 069 9003
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Leadership and Capacity Building for
Senior Public Sector Managers

Aim;
Effective leadership is essential in current challenging
times. Public bodies are asked to deliver more with fewer
resources, and public leaders are required to anticipate and
think tactically in the face of various possible futures.

This five-day programme is designed to quide those
at the farefront of organisations who would like to bring
about effective change. This programme offers participants
opportunities to develop and practice their leadership skills.
The programme will enable delegates to create a personal
action plan based on the real issues they have brought to
the training which will‘enable them to start delivering real improvements as soon as they are back in the office.

What you will learn:

o What we actually mean by leadership and why effective change is

impossible without it

The different types of leadership challenges and the types of tools

and techniques that work best for each

¢ How to effectively develop and utilise your core leadership skills

¢ How to plan and think strategically and anticipate different possible
scenarios

® How to overcome resistance to change

h

AN YRYERRREE

ENYEE 5

Benefits of attending - You will be able to:

e Anticipate, plan and lead transformational change

e Seek innovation and develop options for the delivery of organisational objectives

e Lead a high performing organisation with a shared sense of purpose, and common values that genuinely guide
behaviour

Develop the right team to deliver your strategic plan

Enhance team performance and generate better output from your team

“The Quality of the training is excellent. All aspects have been well

_ pw»  taken care of. The interaction with all the speakers was of excetlent

200 g quality and it was good learning experience. | would also like to
C“ < ‘\d\"“ share this knowledge with my fellow colleagues in Externol Affairs.”

ge 7 Deputy Secretary, Ministry of External Affairs, Government of India
xnowled -

k"ow l’ “The training met my expectations. It was very interactive and
informative. Rather than providing solutions to issues, the trainer

Md allowed discussion which ultimately generated action points and

options to address the issues.”
‘ Deputy Permanent Secretary, Turks & Caicos Islands Government



PROGRAMME OUTLINE

Day 1

Whot is leadership Creating a sense of purpose

o Leadership and management ® Values and vision

o Leadership and change ® Developing and communicating the purpose

o Leadership and power ¢ Using storytelling framework to develop the right culture

e Ltadership influence on culture
s Key leadership skills

Day 2

Strategic Analysis Strategic Analysis

¢ How to analyse the external environment » How to combine external and internal analysis to identify the
o How to analyse the internal environment organisation's strategic sweet spat

* Scenario development * Environment, values, and resources

= Resource based capacity review

¢ Knowledge based capacity review

® \lue chain review

Day 3

Strotegic Development: Option generation Study Visit — The importance of leadership in large infrastructure

o Porter's generic strategies * projects
¢ The Ansoff Matrix ® Department for Transport

¢ Behavioural insights
e 5option types

Day 4

Strategic Delivery: Turning plans inte action Strategic Defivery: Overcoming resistance to change
e Envision ® Adaptive leadership model

e Engage ® (bserve

¢ Enable ® [nterpretation

® Enact ® |ntervene

Day 5

Developing the team Developing the team

e Getting the right people on the bus ® Facilitating skill development

e Recruitment ¢ Encouraging the right attitudes and mindsets

& Exciting staff * Creating leadership throughout the organisation

e The importance of diversity

o— ) Dates: 5th-9th June 2017 Ta—
Duration: 5 days Fees: £2,150 & 11th-15th September 2017 Lacation: London

For further details and programme booking, please email Ade Arimoro on
ade@ocivilservicecollege.org.uk, or telephone him on +44 (0)20 8 069 9003
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Ministers face
hard decisions
to allow for
higher pay

GEMMA TE1LOW
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The chaneellov Phillp Hammond has
sirugglel try keep alid on publlc sector
pRy aince rhe election, with Conserva:
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' and then a1 peveent cap i pay rises

When Mr Dsburne extenled thal vap
for lour years in 2015, consurmer price
inllalon of L7 per cent. was predicterd
lor this year, Butdata publlshed yester
day showed CPTwas2.9 per cont in the
yem b Angusl-

Aapublic sector workers' vingstund-
nrds have been squeezed, minisrers
liave come unrler piessure (o vevisit pay

I plans ey anmouneed yesierday that

e

prisen otfivers will ceceive L7 per cent,
whlle the police will yer a mie-nff1 por
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“I'he gesHieimen! {or tlie prison aetvice
Is in dine with an indepeadent pay
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review body.
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May bows to
pressure with
end of public
sector pay cap

o Police and prison

officers lead way

o Unions attack below-inflation awards

ROBERT WRIGHT — LMD
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AND JIM PICK ARD ARIGIITON
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Trade unions have a role
to play in Brexit Britain

Organised labour should avoid returning to a more militant age

T'rade tinicng remain a patent political
Inier in e UK The government's
decisinn yesterday to serap the public
sectol jidy dap  which had limited the
nverall pay ill for natinnal and local
gnvernmen! cmployees to ane per
cenl aunually - isatestament lo their
mflience

Alomg with He apposition Labhour
party, the unions have argued that pub-
lic sertnr workers degerve a pay
Increase exeeeding the rate of inflation.
Political presaure has hrought ‘Theresa
May, the prime minister, to a similar
conclusion

The unians have also tlexed their
political moscle 1ny the Brexit process.
The Trades Union Congress was one of
the most vocal campaigners for Lhe UK
to remain in the BU, primarily on the
basis of retaining the BITs sociol pro-
veetinns {or workers. 1t has since
hecome the mast consistent voice fm a
anfter approach to leaving the blor.

tahonr’s welenme decision to
civtnise continued imembership of the
shngtle market and customs union dg
ing a transition period followerl cam
paning by Frances O'Grady, geneal
seeretary of The TUC he alliance
between Terenty Corbyn, npposition
leader, and Len Mefluskey of the piy
erhudlmile union has ensurad thal tra
Aiored links between Labow and the
HINONS remain shang

Ilie cninoe retnin this political
pawer despile declining inllnence in
the workplace From 1 peak al 13m
member s in 1979, just over 6m British
workers are cotrently uniomsed, The
unlons are struggling to artract
younger reeriits: 40 per cent of mem
hers see aver 30, while under 355 rep
vesent havely agrarter of membetship

ey me alsa challenged by the
changing natire ol the British vion
omy, I'hen traditinnal stranghold
el ties ol mamifactiring md 1oy
porl have haen hanslormed by anto

matlon aml technology, undermining
thelr collective bargaining power To
mahntaln lluence in the warkplace,
unions will oeed to devote geater
energy tonew parls of the ecomomy.

Politically, however, enhancing (leir
power requires modevation. Their
campaign against austerity has iutin
enced both Labour and the Conserva-
tives. The risk they face in a post-Brexit
Britain is a relurn to a more militaul
attitade of the pasl, on trude and gov-
ernmentintervention in business.

Britain’s departure {rom the EU sin
gle markel and customs union leaves
the ecouomy vulnerable. To remain
competitlve the UK will need to stvike
new brade deals (or the firs time in fow)
decades. There will be a heated domes-
tic dehate about the benelits and costs
of [ree teade. While Canser vative poli-
ticians and big businesaes me the
slrongest aclvocates of Uheratisation,
the uniona conld be drawn towards
protectionlsm despite enrrent calle for
bartier-free trade with the FU.

Al the same Hme. If Buropean
warker protections fall away, British
warkers will need a voice. Protecting
rights and wages witly tarlffs and other
trade barriera will not. be the answer
Nor will retuaning Lo the era ol mass
strikes and state aid te selecl
industrles.

Unions can remain relevant il they
uae thelr power wisely. The success of
the GMB unlon’s employment tdthunal
againgt Uber (demanding basic rights
for drivers) is an example of haw
unions can fight for better conditions
witha moye flexdble workforce.

Britaln'a unions have an opportunlty:
thelr role is likely to become more
Important after the UK Jeaves the ELL
They should deploy their influence by
advocating for worker protections thal
fitan open economy and by lighting lor
workers [n 21stcenlury industries | hat
are drivingecononvicgrowth.
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'lllegal strike
threat from
unions after
pay cap row

Lucy Fisher, Francis Elliott

Flona Handliton, Richard Ford

‘Three of Britain’s biggest trade unions
e threntening » wave of illigal strikes
this winter if Theresa May eefuses todin
the 1 per cent cap on pay cives for the
whole public sector.

Unfon  bosses  nopresciiling  mote
than twa millian S5 LRLed warm-
linggs sn thiie freime: endinlster abandonied
Ihe soven-year eap to hoost pay for two
sectons yesterdoy, Jeremy Carbyn, the
Labour leader, refused to condemn the
threats anid his pmtz woild not sy
whither it would back ilegal meikes

Mrs May awarded o pay merease of
Abont & percent Lo the golics ant 17 pet
vent for prson officers hut said that the
fives gt e funded from eaisting
uatipets “The oller wis beanided pathetic
o eherisany by Franoes O/Grudy, the
TUC genoral socretnry. She sajd it joll
fae he;f'm the 29 por cont rise in prices
revealed In infllntion dnla vesterdny.

Mari Serwotka, ;grnrmfmrrlm?' of
the Public sl Commerdal Seevioes
Union (PCS) union, calied the deal "a
pite of crap”.

The rest of Britain’s 5.4 milllon other
public sector workers must wait untif
the budget on November 22 before
huanng ahout their pay text vear,
‘Thres vnions — Unite, he GMB and
the PS5 — eabsed the grosgrect of el
steibes i the cap reabnesd in plair for
e, Liions wian o per cont fuy fee
for workers inclodg trses, 1eaches
and councll staff

Since March unmiony’ shrike hallots
have been ligally resprired to reacly 4
turnout of 50 per cent of wembers
bor imllodad workees e “important
bl services”™ — freefighting healih,
vihecatlon,  tramsport and  border
prrotection - 40 per cait of all thide
#lgtible 1o vote must baek indstrial
wetian to rendera strike Jegtal

Len MoCluskey, goneml secretary
of Britains lingest onbon, Unite wan
asked vesterdav whether e would huck
llegal strikes, 1 will support our
membees,” he said "I that mein: we
are outside the law, then so he it’
Speaking a the FUC in Baghtan he
adeded “The reality Is thiat e Jaw &
wrong and it bz to be rosisted. | lore
~y iF yea'd have bren mterviewing
Continued on page 2, col 3

Rosamary Bannatt Educalion Editor

Britain spends more thin any other de
veloped economy on vdueation thanks
to private schools and ition fees, but
teachers have falled to hienefit, entur-
g 12 per cent Bl in the real value of
their pay over the pist decade

A mll{v hy the Crganbation for Beo.
nowle Cosapemation and Development
(OECD colentatod Hhie avecage datn
Lury stacting salary for s newly qual
fied primary teacher In England ul

CONTINUGLD FILGN PAGE |
Urion threats

Nelson Mandela or Mahatma Gandhi
o the sulfrageties you'd b telling them
What thoy wore broaking the law,

e i 4 “strong Bkeliieol” of o
orcinaled getion between unlons, l
warnwdd Thn Reache, geveral secrotary
of the thibnd Blggest upfon, GMIL Wl
TUE fringe meeting “As public sector
o u'r.u'-pnir:-s. s whether it takes
v bt stide e thony, whiethee i kes iy
e unlidad sction, te et of e
it el onn b o et o
oy et the GMB o proud to stand
alongside the Fire Brigadvs Lo thye
POS sl ol abher sinions *

Mr Serwotka said that if a ballot
came close tothe government-imposed
threshold, there would be an “an over-
whelmingly moral and just case to say
the law Is jllegitimate”.

He suggested that co-ordinated
action this winter could resemble the
abvike pver publie sechor pondons in
2011 when up to vwo million worke
walked oul The steikes oy hestiated e
the TUC, prompts) 68 per conl ol
sehools [n Fagthinad o elose anad G
NHS operations to he cancelled 1t was
descrihed as thehiggest round of action
since the 1979 winler of discontent

Steve Glllan, general secretary of the
Prison Officers Association, also re-
fused Lo rule out llegal strike action by
soroe of its members,

Mr Corbyn said that how sirike

5220646 (whout £20,980) This was lower
than in 22 other countries and eco-
nomies, including Germany. Treland,
South nnd%‘nr gl

The Nindings will add to pressure on
ministers to serap the | per cent r:tyt‘_n[l
on public sector workers Folice anil
prisan officers will have the cup lifted
with the povernment accepting the
recommendations  of pay  roview
bodies,

In the OECD, pay for primary anil
Inwer secondary school Teachers has

| | Teachers’ pay down by 12% in decade

risen by b per cent in the period and by
4 per cent in upper secondsry schools

Brituinspends6.6 percent of GUPon
education compared with an OFCD
average of 52 per cent, However,
poreats ol stndents ane subsidising
the o by sporpding L
sups, estably oo ilion e

Turnover in teacking is high, but the
QECDS Andlreas Sehleicher snid that
things were no diffecent in ofler pro
fessions wlere people loft to take otliey
apfiona

Where they stand on strikes
i 1 it1akes us Inlo strike | would entall "an

General sacretary Len actlon, whether It takes overwhelmingly moral
McCluskey us Into unlawful action and just case to say the
Membership 1.28m law Is lliegitimate®
“It.. . weare outside the | % I
{aw. then so be |t~ Gonsral sacratary Mok LU A

] Seiwotha General secrotary Dave
T 1! | Membarship 195000 Prentls
General sacretary Tim An lltegol strike Membaership 1.26m
Roache I supported by 3ty Call tar wildesprear
Membership 623000 i minority would ine inarchies and lobbylng

Ve are united, whether © dall”, bl o chase badint ! bnfore walkouts.,

action was carried oul was “a matter for
the unions” Richard Burgon, shadow
Justice secritary, also side-stopped
crittcising them. In its manifesty La-
bour pledged 1o repeal the Trade Unjon
Act g0 the type of strikes referred in
would become legal [t remained vn-
clearlast night whetlier the parky would
snpport strikes that are ol present
agimat the dinw, Paul Blomfiell, shadaw
Brexit minister, condemned unlawful
action, “ don't think thei e should be il-
legal strikes,” he told the BBC “We are
a party that respects the law”

Police leaders welcomed the pay rise
but expressed concern that it would be
allocated from shrunken Wingels after
years of ausherily. Many ul Une § pplice
forces in Fogland wnd Waites, ek hud-
geted for a | per cenl pay rise but will
have to dig into reserves or further cut

services and investigations 1o fiind the
150 million bonus. )
Matthew Ellis, the 'Pory PCC for Staf
fordshire, said he had heen able to han
die four vears of ok cuts undil -
cently whin dermand and exten resour
ces required for the terror threat lind
tited thee halanee Hesald ho wis “vory
sbisappeinted” it e goverompiot ol
el olfered b for tie S pray
ke aver e ol of JUTITT BT
rbins s st oo four Ll pelwor,
e Rail Mantime aml Transpunt
vintbeon CRASEY conhl wallk om on 1
Greater Anglia line before the end of
the month after menibers voted over-
whelmingly i favourof strikes. i caters
for 82 willion passengor jonrnevs A
year There have been steikes on South
ern, Northern and Merseypsil, The
RMT 15 ballnting for South Westo:
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NHS unions

make £3bn
pay demand

Call for 3.9% rise after May signals
end of public sector wage restraint

Denls Campbell
Health polley editor

Vealth unions ave mmiped np the
pPressiie on Ihiresn May over public
eov il pay by dumuaniding o 3,00 tise for
1 nvillion NEE stanm plos 2o exty £800
makeupfor lostedritlngs during st ity

Health sepvice personnel from nirses
i widwives to paramedics and
ierapists across the UK g Philip
Hammond toensune they recelven s alary
Voot that wonthid adtl an exts £300 o e
Mt pay bill

Emboldened by this week's scrafiping
of the pay testiaint introduced by the
coalltion yovermmaent in 2000, NIIS sqofl
<y their clalmwould “stoptherot” tnthe
peal-rermis cut it warriings they have
spertied s fesult of soven yeard ol
AL ¢ Lss i PRy HoeTes

sifealth wotkers e gone withont o
proypeet pay e (o far toofin «obd Sar
Gortan, head of health at Unison, which
Tows coardnated a ol hetter from e 14
wnlisng to Hammend | pect plea thon
e SIS By Review Diody, which
1086
1 o fall behind
iation as food and fuel bills, hoasing
and (ransport Cosis fise. JHIS sitadT and

o o]y e that s

i goat opnd Srants 1o
pines that have i wis sl ot ony
Gorton adied
The CHOD

rhe Wi

al paymeni the
iy effeat, back pay
il 1% iy s th
weages fall by 15%
2 jolnt doiand

T AV et Fiars
iy eladin fuave «
1l terms. The

i

corntes ot this endd of i o weal for May
aid Mammond onesr public secton pay,
Wl any oyer wilieh played a key tole

eotion Canypaign atil

It L.al
sl g y Latbyn
wipting pressige foresd May to

abandon the 1% cap on Tuesday in 4
symibotic repection of austesity, The police
will now get 244 next year while prison
afficers will get 1.7%, though fnding
st comis from within extsting budigens
Then on Wednesday the precarousness
of May's position us head of o minority
ROMETINTENL WAk bt e sl B
eratie Untonlst MPs, whoare ksoping the
Conervatives in powe, backed a Labawin
wation in the Commorny callig en mibnls
ters to=end the gatblic sectorpay capinthe
NHES and give NS workes s lair pay The’
Howaves, the shee of the tosbclshn puts
tie government in a difficult position.
Ministers vecognise that holding down
NS stall pay has helped to exacetbate
e sarviossworkfonce Tages, leremy
Hunt, the liealth secretar ; rocanthy
champrioned the case fiin Letviing
o pay Boost severnl Hines,
it cxports say the service's budyet
fs aleendy 5o steetched that meeting
the untons’ demands wonld force the
Prodsuey (o foot the b
ot meet e oost Trom existing resguoes
This s 4 lge amouot of money
that they are agkeg Yor” said Anita
har prth, directon of resiarch
seonomics ol the Health Foundation
tlstikyank and a formyer direcior of paliic
spending ot the Treasy
s complirely underatandable that
yons' pay claiim is an altempt o
i ik lost gronnd I estning povies
Bt the NHS 't funded
3 fevil thint wontd enabile it e stfonda pay
froc pease it that fewel* she added
Gotrdery, directonof jolicy and
iy at NHS Providers, which tepie
slhiospital s Statfmorales
suffering. W need s Lo vy et palnl
et 1 Dunibed Witk new myoey. The RS
i alpeady overstrerchied tinancidly aml
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NHS staff call
for backpay
over austerity
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any requirement to divert more scarce
resowurces into pay would inevitably
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inflation

Squeeze on households |

Zhillip Ioman

The squeeze on Biitain’s living standards
worsened |ast month after the Increased
cost of importing fuel, clothes and food
pushed inflation back up to 2.9%, from
2.6%in July, .

Women’s clothes were among the ttenis
tojurmpin pricein August as the low value
ol the pound earlier this year pushed up
prices ib sectors heavily dependent on
iniported goods.

Labour and the Liberal Democrats said
the spike in prices, equalling a four-year
high in the consumet price index (CPI)
reached in May this year, had put pressure
on Theresa May to yesterday scrap the 1%
pay cap for all public sector workers.

The latest pay figures are due todayand
wiltbe keenly watched after three months
ofrising wage growth, to an annual rate of
2.1% in June.

The Bank of Englund will giveits verdict
on the economy on Thursday, whenit will
judge how much effect the pay squeeze
from below-inflation wage rises is having
on GDP grawth.

In lts most recent state of the nation
report, Threadneedle Street’s monetary
policy committee (MPC) said it expected
flation to plateau at about 3% before
fuliing back, while wages were forecast to
maintain their upward trajectory, possibly
ULringing to an end the recent fall in real
imcowmes by the end of the year.

But the Bank could come under pres-
sure to bring inflationd own more quickly,
leadingsome City tradexs tospeculate that
the MPC may be forced to ratse Interest
tutes sooner than had been expecteq. An

b Guast i | Wedneschiy Uy Seprenilea sov,

!

then wonld be 11 years is on Lhe cards for
August next year,

Tlie expectation of an early rate rise
pushed the pound ta its highest lavel for
a year against the dollar. Sterling rose by
just over a cent to hit $1.327 Just after the |
figures were released, The pound was
expected to remain at elevated levels
until the central ban’s interest 1ate policy |
becomes clearer.

The Office for National Skatistics
said much of the rise in intlation could
be attributad ta the increasing cost of |
imports, which haverisensteeply in price
after the collapse in the pound following
the Brexityote- though therisingcosthas
taken longet to filter through to the high
street than many analysts believed.

Clothing and footwear, most of which
is Imported, jumped in price by 4.6% year
on year after a sharp rise in the price of |
women’s clothing pushed the average
priceuphy2.4% between fuly and August. |

Fuel costs also rose with petrol prices
jumping by 1.8 pence per litre.

The Resolution Foundation said tha
with the poarest fifth of households
spending almost twice as much of their
income onfood and clothing as the richest
fifth ofhouseholds, lower income families
are seclng the fastest inflation increases.

Stephen Clarke, pulicy analyst at the
thinktank, said: “The retura of rising -
inflation after a two month pause will
put further pressure on aiready stretched
hougehold budgets.

“This time last year the falliug vost of
food and clothing provided ctucial reliet
for low income famllies in particular. But
the rising cost of imports hus meant that

May faces pay
backlash after
lifting 1% cap

rewarded, The govermnent takes a bal-

- anced approach to public spending, deal-

ing with our debts ... while also maklng
sure we investin our public services,

“The government cecogiuses that in |

some parts of the public sector, partlcu-
layly In areas of skill shortage, more flex-
ibtiity may be required to dehver world-
class services, including in return for
Improvements (o produciviry”

The spokesman said that the specific
remil for the yariaus pay review bodies
on how high they could go for rises in
2018-19 would be "sgreed as part of the
budgecprocessand setoutindiecourse”

There was, he added, a need for pay
dmscipline over the coning years,

Doubts about whether this willactually |

meau higher pay rises were increased by a
mediabrlefing document for ninisters on
theissue, seen by the Guardian. Although
it lurgely used the same language as
May's spokesman, one passige was more
expliclt, saying that [or 2018-19 “there will
nulonger beanacross-the-board policy of
Lwsic pay awards” However, this section
vds vrossed out by hand, wndicating it
should not be used.,

A wiitten stareruenr from Liz Tiuss,
the chief secietary to the Treasury, gave
turcher de It shawed the extent of
the vise i prison officers would vary,
depending vu Laciors induding the recipi-
outs’ ey banils and parfonnunce ratings.

For pelice, the statement showed that
wehilo L swould apply twalt offic-
ars, the g only forsu calledd el

) . .

The public sectorin data
Public spanding in 2017

£180hn
on public sertor pay

E£220b1

Public seclor pay growth is 1,4%, 1 5 points below
Infation (year-on-yer % change)

1 Average weekly public sector ragularpay Mt

nan v 008 O 200t

SOURCE L OMS, LABOUR FORCE SLVIVEY AR PUBLIC SECTOA RETURHS

3.1 million peopls wern employed In the NHS and
educalion sectors In March 2016, 81% of the total
publcsector workforea
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'Schools

| Teachers'
‘earnings fall
12% over
past decade

Sally Weale
Kducation correspondent

Teachers’ salarles in England have
dropped by more than a tenth In the last
decade while their earnings have tisenin
comparablecountries, accordingtoanin-
Huential fnternational organisation.

A survey by the Organtsation for Eco-

| noml¢ Co-operation and Development
(OECD) shows that teachers’ salaries in
Englund were worth 12% less in 2015 than
| In 2005 and 695 less in Scotland,

‘This contrasts sharply with trends else-
| wheren OECD countries, whereteachers”
salarles have gone up in real teoms by an
average of 1% at pre-primary level and
6% at primary, with the rate of growth
slightly slower at secondary level,

The study was published yesterday,
the same day that the government said
it would from next year lift the long-
atanding 1% anymal cap on public sector
pay rises, which hasbeen holding down
teachers' salaries and contributing to a
crisls In teacher recruitment and reten-
tion, according to unions, According to
theteachers’ union NASUWT, theaverage
payaward forteachers last year was 0.6%.

In a separate report yesterday, the
govermnment’s spending watchdog, the
National Audit Office, said secondary
schools in Englaand were struggling to
recruit enough teachers to keep up with
rotiring staff and rising :}:upll numbers,
Tens of thousands ofteachers left schools
before reachilng retiremont age last year,
an(! headteachers are finding it difficult
to Alll posts with good-quality candidates.

The decreasing value of teachers’ sala-
rleain England is revealed in the OECD's
annual Education at a Glance survey,
which provides a pleture of the state of
| education around the world, comparing
datain 35 OECD nations plus a number of
partner countries.

The broad trend shows the impact of
the economic downturn in 2008, with

| Average pay tlse

Tor teachers last

yiar, according to

| thi: NASUWT unlon.
Englith secondaries
are struggling o
recrult tepchers

pay genenally frozan or cut between 2004
ﬁdg&bﬁfcrﬂning toincreaseagaln,
t 's i etsappear tobe falling
behind. Thereport notes: “Among the half
ofthe QECD countrles with avallable data
onstatitory salaries of teachers with typi-
cal qualifications for 2000 and 2015 (and
nobreakin the time segies), teachers’ sala-
riesipcreased overallin real terms In most
of these countries during this perlod.”
England was a notable exception, the
| reportsaid.
“On average across OECD countrles
| and economles with available data for
2005 and 2015 reference years, salarles
increased by 6% at primary level, 6% ai,
Towér secondnty level wnd 4% at upper
sevondary level
The increase exceeded 20% ln Poland
at pre-pamary, pamury and secondary
Jevals, is a result of a 2007 governnien
programme that aimed to boost teachers’
salaries and to improvethequality of edu
. catlen by providing fimancial fucentiveste
ittract high-quality teachers
There wereulsosigtifican moeases h
-Jsrael, Latvia, Luxemboury, Norway and
‘furkey, while teachers’ sulaties decrens:
in Portugaland alsoin Greece, where they
went down 28% In value. In England and
Seotland, as in most OECD conntiies,
teachiers are pald less on average than
other university-educated workers
The OECD seport also shows that the
UK spends the highest proponionof G
on primary to tenilary educativnal insti
(utions (6.6% compared with the OEC):
average of 5.296) , while an above-uver
age share of funding comes from private
sorees rather thun public spending
While the UK altocates 3 lisge pro
pattion af public spending to educatiou
overall than the OECD average, il unver
. sity level only 28% of exprend itune come:
Tty public fmding ecause studenrs pay
theirowa tuition fees, comypried with the
OFCD average of 70%. Fhe OECH siirvey
also tigtes that tailton ted < in kgl i
Vi atdalmial



addresses the
'TIIC congress in
Brighton, where
1any snions
backed a mution
coiling for as%
increage for alt
publicsector
afaff. Left, nurses
protest against
the 1% cap on pay
Photagraphs:
Gareth Fuller/PA;
Yoi Mok/PA

Jnions ready

o dety law
yver pay, warns
VIcCluskey

e Svad
te: \Walbey

cader ol Britiin’s biggest trade unioil,
| Mot hrskey, has chrealsned to break
Jaw over thi goy ctnmienl not serap-
gthepriblicaccta gy saplor sl work-
T claining fhan apmene diang, so will
toliowing i e nleps of Gaalbi,
woit Mandeda an 1he sulfiagettes
sites dereny Corbyn dnd a sigcession
(ruvit leaders cejricised an oiler from
nslers lo irarnedrately increase pay just
the paliceand prisot ofiicers, McClus-
,ieader of Unate, Faid untons had co
wrnpared 1o buck theis members inihe
rhak yrere Woning,
. whasge unwn iy Labonr’s
st ool duau, =anlhe wos leady
Lafy lagal regunrernenis i pwsuit ofs
pay rige for public sector wotkeis.
In tering of the concept of a coordt-
ed prblic servie warkers” action, yes
mh rhatsvery like ynmlvuw muichon
cattly, It the govetnien Was pushed
ilstrde tia law. thieywill have tostand
consequences,” hesaid
~allowing the introduction of trade
on tagislation, which sequited a 50%
lot tiuenoul, the need W always act
irle: the law had been removed from

1¢'s laadel, Len
Zluskey, said: 'k
guvernnieiithas
had us outside
law, they will

g to stand the
seuences’

nnionss aile book, MeCluskey added,
said that heand oiher union members
JALhe willing togo tojall and s ould fol-
other histmic figures by standlng by
I pinciples.

‘The reality 1s that the taw is wrong
‘it has to heresisted, |daresayifvou'd
& heen interviewing Nelson Mandela
Aaharma Gandly of the suftragettes
’d he telling them that they were
sk thie lnw”

T thgent Eallowsacabimagreement
rerday confrning it police would
slve 4 2 pay 1he for 2738 < hatl of
ich would be a one-off “non consoli-
ed" bonus and that prison officers
uld get an average L.7% lise.

yut Lhe increases will still be lowerthan
intlarion rate, which at 2.9% has risen
ot than econoists expected, mean-
Lrie offer is a real terms feduction.

*he Prison Officers' Assoclation has
«cted the offer and is planning to co-
Inate an indicative ballot of membecs
e the Pes, the clvil secvants
to spe iE mennibers supaport astrike
innouncemient is unlikely to
Yl et e ey g ts ol Uhe il
sec 1o, tocluding the NS, The Royal
lege ot MuLsing is threiJening strike
i, and the UGU, the fee turets union,
nsuleup e ow Ry

Many publicssio i s backed a
wen heloge TUG congees s i Monday
Af¥b1ncrease forall publie: sectorsiafl,
sch voeuld costrlerean 1y fgbn.

Wark Servotka, hearl ol the PCS, the

sarl hemigii ve pr2pared o tbeeak the law
unda cerlain circunistances. "he law is
wiang, But oat union’s response really
does depend on the response we get from
oul own indicative ballot tor industrial
action from onr members,” he said.

The UCt! (University and College union)
isplanningto consulhinembeors over pos-
sile industrial action. At least )2 unions
have cun¢lemnad the pay obier but most
have takena inore cautiots position than
McCluskey and Serwatka.

¥rances O°Grady, the FUC peueral sec-
retary, soid that a general strike would be
a“last resort”.

‘Fhe GMH said the money for the police
and prison officers would come from
existing departmental budgets ralther
Lhan new central government finding,
30 public services viould be hitstill harder.

Kehana Azam, GMB natlonal secretary
for public services, said: “The idea that
we have to choose belween decent pay
fm public-seclor workers and properly
funded sevvices is a False chioice.”

Dave Prentis, geneval secretary of
Unison; called the government's niove 3
“tiny glep” in the riglt ditection but not
wnough, “'here must be no selective lift-
ing o the cap. No one part of the public
seckor is any more deserving than the
rest,” besaid.

Taeading unions passed a motion atcon
piess on Monday calling for jount action
agamst 2 12 pohlic-seclol pay vap. The
coinposile molion called for “immediate
steps lodevelop a coordmated strategy of
opposition tu the pay cap ... including ...
pay demands, campaign activities, tac-
tics, ballots and industeiat action”.

Privately some senint unlon figures
haveacensacd McCluskey and Secwotka of
suandstanding aud claim that neirher of
rhem will bicak the taw and thal they will
struggle to got enowgh support tor astrike

“They ate both looking [o cheap head -
lines. This will be haiminered out with the
governmentn the usual way,” one sald

Seninr Labour figuies are at present
steering clear of offering their support for
illegality in pursit of improved pay and
conditions

The shadow justice secretary, Richard
Burgon, refuserd fou timestosay whether
he would Lack itlegal strike actlon. “We
sppport trade unions and the campaigns
of people to get the public-sector pay
cap scrapped. [b's for the trade nnions to
decide whatactions theytake” he told the
BBC's Todsy programme.

1le added: “In relation to the questiun
of turnouts in strike batlots, what we have
always been supportive ofis encouraging
as nany people to voleas possible Whata
Labour govamuent would do would be to
repeal the Trade Union Act, winch is seek-
ing tostop trade unions from taking action
to stop ordinary people .. irom suffering
7 14% pay cutin real terais.”

The Liberal Democrats’ leader, Vince
Calile, called for the pay cap to nuw be
fitted acinss Hie board e said: "Mirges,
teachers and other public-sector workers
are settobe hundreds of pouncls woise off
intealteving as a result of 1ismg mtlation
Lnless urgentaction s taken, the receuit
iment cTisis M nhrsag and teacthung will

National

Phillip Inman

Philip Hamriond's re-emergence as a
power in the cabinet can be seen clearty
as the battle rages inside the govermn-
ment over the thomy question of public
sector pay.

There may have been a green light
from No 10 to rip up the current 1%
public sector pay cap and slluw the
police and prison officers a 1% benus,
but the Treasury has made sure the
bonus Is not part of the workers'
consolidated, pensionable pay and is
funded from within existing budgets

And the police and prison olficers, as
a group amount {0 only one in 20 public
sactor workers. 5o headlines implying
that the 1% capis in jeppardy across the
board are, ag yet, premature.

Hammond is relusing to be bluwn
off course to save the government
abandoning its third atternpt to balance
the boaks by a much-publicised future
date, After George Osborme scrapped
2015 and then 2020 as the moment the
exchequer acliieves o budget surplus,
he is derevmined to stick Lo 2u2s, as
outliner] in the wanifesto.

Bitram lias suffered from the longest
period of eainings stagnauon for 5o
yewrs, according o last week's IPPR eco
nomy. juslice commission repurt, and
since 2011 public sector employees have
taken a bigget hit to their saluries than
the averagr warker in the povate sec-
tae it clead Haramond con hald the
line and af the sanwe nne toplement his
uwD pet projec's [he Most 1eceit 1ay

Fie Giatahion § Wi

wliny 11 sarprieinbey Hn

Public sector pay

fysurvs, (o June; shiow that prevate sec- |
tog pay g by 2 oh avesidie ober the
prvious vear compared wilrjust 4%
Iy the pablic sector. The gapis expoctor
to conlinue for the rest af the parliy
menl, leuving public sectol Sorioks to
stuffer Ure tongest soieeee salidive to e
private sector in a genefation,

Inflation figutes fon Auguse mude L
situation waorye aler Ly shomd Hhat
the Brexit-induced fall In the poumnd by

i pushing up the prkce of knports, The

comsunar potcw mdex has e 2.9%,

Paul lohpson;, the heard of the tax and
iy wistchidog the Institite for Fis
-ul Snidies, said It wolld be lopossibie
to payent a decling in stindards achoss
the public sechoe ! U 15 capremainesd,
on It was lifted and fundid leom
within extsting lutgets

He teckons the pulbiic sscton would
find Wimpossible Lo recoult thestall
itnesded with the cap in place; Guts
1o services to fund a pay nse would

Britain has suffered

the longest petiod of | :

earnings stagnation
for 150 years, an
[PPR report says

lown off course

hardly nualify as a potitical sulution,
e sald, earning the applause of nenhiw
workers nnr the public. But to inatch
the forecast for pay rises in the priviace

! <octor, the Resnlution Foundarian save

the government will need to spend
€1mbn extra on public sector wagez b

020, The dhnktank caid abandommny

e rurrertt pojicy ot job cuts, uy Lalxin

| proposes, and allowlng the public
sector workforee ta grow in line with

GOP would cost a further Laabne
Loaking further aheud, the IFS says<

; that by 2021-22 a Labour gaveinmeit
would need to provide departments

and local government with an extra
£9.2bn 4 year to pay for the highor
costs of employing more public weenr
workers ou higher rates of pay

. These figures woull throw a spanie
i1 the works of Hanimond's prepura:
fians for his first major budget, on 22
Novembes, which according to those
close to the chancellor s focused on his
plans for skills training, averhauling
wversity fees, Infrastructure spending
aid puldi. investment,

I Oshivrme wng thie tuctielan, whie
Iraddpets were designed (o weather s
ook of hoad e, Hamumond s the
strptostid, whis et nor only ielp
L 1y beiddie the Drexit gap, but also
spend e lly on projects tht wi
<ome to lruntion lonug after he i 1etied

‘That means reststing ¢alls 10 relax
Use welfare cap as tnuch as it does
planiied iustenity acruss Whit=half,
Lol govemmenl, the NS and school
tew outside the Freazury Dellove it s
t=nahl¢ posion




Move over, Nelson!

Who should
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May faces-pay
backlash after
lifting 1% cap |

PM's move on public sector salaries
met with derision and strike threats

Peter Walker and Rajeev Syal

Ihiefedn May's government fices months
of battles over public sector pay after
a declston to it the v annpal cap on
increases was met with derision from
Iabour and renewed threats of strikes by
trade unions.

Howning Street onnounced pay rises
of above 196 for pollce and prison officers
yesterday in the last of the 2017-18
denls na well as 8 wider commitment to
“floxibillty” forall public sector workers
from next year after prolongad pressute
over the issue,

But Jeremy Uotbyn aceused the Con-
servatives of trying to divide and rule,
whileunions for prisonofficers and police
dismigsed their rises a5 insufficient, with
the former threalening industrial uction.

May's spokesinansaid acabloet meet-

Ing yisterclay hadapproved i evommen-
dastivn (com the independent pay review
Dialy toor pison officors ihat tiey recove
TR TULL FL L ALl sty D kdatesd 1o
Aqil, Minkshs sl iy peg oo et
Ton prolive ot tlie gtandard 19 pay i
withamexti e Gl 5 s sdded For the
next 12 imonths, beghimig iomediately,

The spokestman also announeed thi
end of the wider 1 cap for all pabli
sortor sElEin the nest doaly, for 2018-19,
saying these wonld “teconise the vital
contribmtion they meakes and ensnres they
van deliver world-class publicservices”.

The Prison Officers’ Asseciation (FOA)
suid the offered inerensge wonld amount
to a real-terms cut, with the announce-
ment on the same day mflation rose to
= g, Thie PUA s dwfoc tesd the tise and by
pranmiing tocsdinatean il Ativatmllor
of memibers alapgstede the PCS. Iwil setry
ants union toseeifmernbers will suppart
astrike,

Steve White, the chai rman of the Police
Federation of England and Wales, said
many of his membeers would be angry
and deflated at their pay award after a
nepuestid 2B rlie En Dt | pay. * We were
nol speedy inwhat wieasked for” he said.
CUfhes have Beavs b king hou about
15% legs than they were: seven years ago.”

The police and prison officer pay rises |
wlll be financed by their departments,
provapting a warning that for the police i
this could threaten services because of
the extra strain on resources. The National
Police Chiefs' Council said the exira 1%,
capected toeest an additional £50m, wirs
ok part of i police budget based ar
i expor tation of o 1 maadimnm flae

Chbel vanstable Francks Habgood, who
leads for the council on pay, said: “With- |
ouf better real-terms fimding protection
Homgovornment, in aviard above 15 will
inevitubly impact on abiliey 1o delivin
policing services imd malntalo saitiog ™ |

Spedkiug ar she THC congress in
Prighton, Corbyn satd the government |
must extend the pay rise for civil serv- |
ants, teachets, health workersandothers, |

“Today, as Inflation rises 1o nearly
390, they are trying Lo divide people on
the cheap,” he said. “The POA is right, u
pay euat b o ey cut, We st be waited in
breaking the poay cag for allwisthus,

“Let e L cleat todiy, The Latour
party totally refects the Tories’ attempt
to divide and rule, to play one sector off
against another. A Labour government
willend the publicsectar pay capandgive
all workers the pay rse they deserveand
s0 despetately need,” he said.

Houwever, Corbyn later sidestepped
the question of whether he would back
Megal strikes, after ¢laims from some
union leaders they might break the law if
asignificant proportionoftheir members
backed action, This was, the Labour |
Iegder said, 8 “matter for the unions”

e pey apmotineeent Balso unlikely
tar et adiscamtent iy s {
pubalie s o, il thie NI

Ao g, the ¢ homses in a notihlke
sultening of language: on thieissue, May's
spokesmian told reportigs the cabinet
mevhing “maved that onr public sector
workers are among the most talented
and hardworking people in our society”.
He continued; “They, like ¢veryone else,

deserve to have fulfill- m
ing jabs that are fairly

Cantinued on page 13 2

Liam Gallagher,
\' Run the Jewels,

St Vincent v
 and more
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