REPORT OF THE DIRECTOR OF PERSONNEL AND PERFORMANCE TO BUDGET SCRUTINY COMMITTEE

WEDNESDAY 7TH JANUARY 2004

TRAINEES

1.
INTRODUCTION

1.1
Members have asked for a summary report of our current position on the employment of trainees with a view to considering savings to be achieved in the 2004/05 revenue budget.  

1.2 
The City Council has 3 types of trainees scheme and the current position on each is as follows:

(a) Professional Trainees

These are the trainee positions relating to the various professional disciplines throughout the Council.  Training is provided on a supernumerary basis and all trainees are paid the “rate-for-the-job”:  the actual salary scales applied vary according to the nature of the professional training scheme applied, but range from Scale 1 to PO1.  The Council receives no income in respect of professional trainees.

(NB:  Although trainees are regarded as supernumerary to agreed staffing levels, individually they do make an effective contribution to each Directorate’s service which would be missed if the posts were deleted.)

Training periods also vary and range from  2 to 5 years.  Consequently, at any one time we will have a variety of professional trainees in years 1, 2, 3 (or later) of their training programmes.  Thereafter, normally trainees are placed into substantive, permanent jobs as part of our succession planning arrangements.

1.3 A summary of our existing commitments to professional trainees and the funding required for them is attached at Appendix 1 (Blue).  The 2003/4 budget for professional trainees stands at £456,000. Current commitments against this budget have been made in order to facilitate a review of trainee schemes within the current financial year as per the service plan and to keep pace with emerging priorities.

1.4 
However if members wish to do so savings can be achieved on an ongoing annual basis as shown in the Appendix either by not renewing existing training places as commitments are met; or by terminating existing commitments early.

(b) Modern Apprentices

These are the trainee schemes “for non-professional” placements and cover principally administration roles, although small numbers are engaged as Leisure Attendant Trainees and Mason Paviours as needs indicate.

Modern apprentices are located in most Directorates and training is, similarly, provided on a supernumerary basis.  Trainees are paid a locally agreed trainee rate which ranges from  75% of spinal column point 4 at 17 years old to 100% from their 18th birthday.  

Each trainee undertakes an NVQ based training programme for a period of 2 years.  Apart from the actual cost of the NVQ qualification certificates, the Council attracts no income for modern apprentices.

As with professional trainees, at any one time, we will have a variety of trainees in either year 1 or year 2 placements.  Thereafter, most are placed in substantive permanent jobs as part of our succession planning arrangements.

1.5
A summary of our existing commitments to Modern Apprentices and the funding required for them in shown at Appendix 2 (Yellow). At full establishment of approximately 20 places the cost of this scheme to the Council is £173,000 per annum.

1.6 
Similarly if members wish to do so, savings can be achieved as shown in the Appendix by not renewing existing placements.

(c)
New Deal Trainees
We have actively engaged in the Government’s New Deal Trainee Programme for the long-term unemployed over the last few years. Training has been provided on a supernumerary basis in placements which are particularly suited to the target audience.  Trainees are employed by Employment Regeneration Partnerships and placed within the Environmental Services Directorate.  The Council receive a very small administration fee.  The final trainees on this programme ended their training in October 2003.

Currently proposals to renew schemes that target those most excluded from work are being drawn up in consultation with Jobcentre Plus and other potential partners. 

2.
SUPERVISION OF TRAINEES

Supervision of trainees is provided by a combination of centrally-based co-ordinating staff in Personnel & Performance Division, who devise and implement the various training programmes and the detailed placements for each on an annual basis; together with Directorate-based supervisors who manage the trainees, within the requirements of the training schemes, on a daily basis.

3.
ALTERNATIVE SOURCES OF FUNDING AND FUTURE DEVELOPMENTS
The primary cost of providing the Professional and Modern Apprentice trainee programmes is currently met by the Council’s revenue budget.  Funding for the NVQ training of Modern Apprentices is met by the Learning and Skills Council.

The trainee programmes are currently under review as part of a review of priorities within the service plan. This work is as yet incomplete but the following lines of inquiry have been identified.

3.1      Tackling Worklessness
Recently discussions have been held on reviewing the opportunities for re-designing the Modern Apprentice Scheme within a wider context of the Council’s Employment Strategy.  This plan is currently being finalised to seek to help address ‘worklessness’ issues and will look to achieve the following.

· Ensure the Council meets its future recruitment needs

· Promote public sector careers to local people

· Offer learning/career opportunities to Salford people currently excluded from work

· Maximise external funding streams

· Reduce recruitment costs

Contact has been made with other Authorities, particularly Beacon Councils, to identify best practice and other members of the Salford Partnership have been engaged to look at the potential for shared working and in addition contact is also being made with Government Office Northwest.

A full report will be brought forward in the near future.

3.2 Building Capacity

The City Council is at the forefront of a national initiative to increase managerial capacity in local government through a ‘blue-ribbon’ programme for graduates. The National Graduate Development Programme, managed by the Employers Organisation, selects very high calibre graduates for a programme of work experience and learning, based in local authorities. 

Salford currently hosts 2 graduates and at the end of the 2-year programme expects to retain them in substantive managerial posts. 

Consideration is being given as to the desirability of expanding this programme to ensure future management capacity within the Council.

4. 
CONCLUSION


Members’ views are requested.
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