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The LGA

We are the national voice of local government in England, working with councils
to support, promote and improve local government.

We are a politically-led, cross-party organisation that works on behalf of
councils to ensure local government has a strong, credible voice with national
government. We aim to influence and set the political agenda on the issues that
maitter to councils, so they can deliver local solutions to national problems.




Areas for discussion

 What are we up against?
 Critical Occupational Skills Shortages

» Key Strategies and Tactics
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What are we up against?




Looking ahead: LG Workforce 2025

« Councils face a funding gap of £6.2 billion over the next two years. And this
needs to be seen In the context of the estimated £24.5 billion in cuts and
efficiencies that councils made between 2010/11 and 2022/23

« Eighteen councils, sixteen of them with social care responsibilities, rely on
Exceptional Financial Support from the Government to secure financial
sustainability for 2024/25. This is unprecedented.

« Councils’ service spending is increasingly focused on adult and children’s social
care; on average social care councils allocated 65.6 per cent of their 2024/25
service budgets to social care

« Ultimately, spending is increasingly concentrated on fewer people, so councils
are less able to support local and national agendas on key issues such as
housing, economic growth and climate change




Looking ahead continue...

* A lack of capacity will hamper councils’ efforts to support
the Government’s missions and play a full part in
Initiatives such as further digitalisation of public services

» Council spending is increasingly concentrated in fewer
services and on fewer people

« Some very difficult decisions on pay, affordabillity, cost of
living, minimum wage In the context of local government
finances




Workforce sustainability

* A key challenge facing councils in maintaining service
sustainability is the growing difficulties in relation to
recruitment and retention

* Persistent skills shortages — now 9/10 councils reporting
acute difficulties in filling vacancies where professionally
gualified status Is essential

« Acute situation In legal services, finance, adult social
care, IT, building control and environmental health




LGA’s 2022 workforce survey

Revealed that more than half of county, district and single
tier authorities who responded are experiencing difficulties
recruiting planning officers. In 2023, the LGA launched the
Pathways to Planning graduate recruitment programme in
response to this challenge. In less than a year, Pathways to
Planning registered interest from over 30 per cent of the
local planning authorities in England and received more
than 2,200 applications from graduates




National Living Wage

« There are multiple factors underlying the sector’s workforce issues, but
recent Government policy on the NLW has certainly added further
challenges.

« Qver the last few years, significant increases to the NLW have meant pay
awards to the 1.4 million people covered by collective bargaining in local
government have been heavily weighted towards the lower end of the pay
spine, leaving the pay rates of middle-earning professionals in the sector out
of touch with comparable employers not just in the private sector, but in other
parts of the public sector too.

« This exacerbates the recruitment and retention issues reported by 94 per
cent of councils, which means key roles needed to deliver front-line services
are vacant.




Local government pay competitiveness

« The limits of funding and the accelerated increase of the NLW in recent years
have exacerbated local government’'s pay comparability not only with the
private sector, who compete for key professionals in areas like building

control, planning and law, but also the public sector, most commonly the
NHS.

« To illustrate the difficulty the sector is in; while the recent announcements on
public sector pay mean that social workers in the NHS will receive a pay
award of 5.5 per cent, with the required funding made available to their
employers; social workers in local government are likely to receive an award
In the region of 3 per cent because the full and final offer made by the
National Employers, which is at the limit of affordability for employers




Apprenticeships

« Councils have paid almost £1 billion into the Apprenticeships Levy
since 2017 but have only been able to spend around £485 million
(49.9 per cent) due to the restrictive rules around its usage.

« To date, almost £200 million has been returned to HMRC,
meaning that while council funding is stretched to breaking point
In many places, the sector is losing money that it would like to be
able to use to bring together the two key objectives of improving
local government workforce capacity and improving skills and
opportunities in local communities
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Organisation for Economic Co-

operation and Development
(OECD) — Skills Summit 2024

Brussels Belgium,
21 — 22 February 2024




Keeping up with the skills race

 Megatrends such as digital transformation and artificial
Intelligence (Al), the green transition, population
ageing, and globalisation are reshaping societies and
economies. Lifelong learning will be essential for people
to keep pace with the changing skill requirements of jobs.

 For individuals, higher skill levels are positively associated
with greater chances of employment, higher wages, higher
levels of trust, more active participation in the democratic
process and community life, and better health.




Three themes at OECD

Theme 1 - Establishing a vision of future skills needs

Theme 2 — Creating learning and career pathways that lead
to new opportunities

Theme 3 — Enabling everyone to develop the skills for new
opportunities




Theme 1 - Establishing a vision of future
skills needs

The skills needed for success in work and life are rapidly
changing. The demand for Al skills increased by 33% In the
last three years alone, and the growth of green jobs that

require new ‘green sKkills’ is outpacing the growth of other
jobs




1. Establishing a strategic workforce vision
for the future

It Is Important to develop a strategic vision for the
future that can be formalised In strategies, visions,
and action plans, with skills at the centre of the policy
agenda.




2. ldentifying skills that support the
strategic vision

There Is a lot of uncertainty surrounding what skills are
needed, and how skills requirements will change, which
reinforces the need for councils to form a perspective on what
skills will be most in demand in the future. Various skills that
are critical for future service delivery include information-
processing skills (e.qg. literacy, numeracy and digital literacy),
soclio-emotional and communication skills (e.g. capacity to
collaborate and manage emotions), and metacognitive skills
(e.g. self-monitoring, planning).




3. Applying a collaborative approach to
identifying strategic skills needs

To identify skills needs that support a more strategic vision
for the future, It Is Iimportant to involve stakeholders in skills
assessment and anticipation exercises (e.g., sectoral expert
panels) to build on their practical experience, contextual
knowledge, and industry-specific insights.
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Addressing workforce capacity In
occupational skill shortage areas in councils

LGA’s National Skills Hubs Programme




People Risk Management

Focuses on identifying and mitigating risks related to
people within the council.

Effective workforce planning ensures that a council does
not simply react to risks like talent drain due to retirements
or employee attrition.

It Is a constant strategic evaluation of how talent risk can
impact a council’s finances, service delivery and community
relationships




Examples of ‘People Risks’

Critical Skills Shortages - Capability

Employee turnover - Capacity

Absenteeism - Capacity

Employee Engagement — Capacity and Capability
Reputation risk - Capacity

Lack of Succession Planning — Capacity and Capability
Workplace safety (unsafe working conditions)
Compliance Risks (employment law and regulations)







Types of workforce planning

 Resource Planning — current financial cycle
* Operational Workforce Planning — next financial year

» Strategic workforce planning — beyond next financial
year and spans multiple years




Workforce planning is a mindset

Corporate and lterative and

Service-led dynamic

Future focused

Deals with

workforce Evidence
uncertainty/ based
ambiguity

AsSsesses
risk and offers

contingencies




Why have a strategic workforce plan?

Avoid capacity challenges
Address ageing workforce — attract new talent

Fill skills gaps — hard to recruit to job roles / reduce risk of ‘single
points of failure’

Develop agile and resilient teams
To enable the wider transformation of services e.g. digitisation

Readiness for any impact of budget reductions on workforce
capacity, service levels, workload, absence, employment market...
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Alone we can do so little;
together we can do so much.

~Helen Keller



Skills Hubs Programme — Background

* This programme of work Is funded by MHCLG as part of the
LGA's Improvement Support.

* The purpose of this 6-month programme (Phase 1) was to
help councils reduce skill shortages and the “Skills Hubs” were

launched In August 2023 with the programme starting late
September.

* For Phase 1 of the work, we focused on 5 occupational areas
— to enable participating councils to learn from each other,
share practice and work collaboratively on workforce
planning with a focus on apprenticeships solutions.




Skills Hubs (Phase 1)

* 62 councils applied to join one or more of the Skills Hubs and
were divided into Hubs (based on their preferences)

« Each Skill Hub had a lead council who was provided with some
funding to help facilitate the outputs for each hubs

« Each of the Hubs followed a “Skills Pathway Roadmap” document
which is the base for our continued work in Phase 2




Workforce Challenges (Phase 1)

CIVIL
ENGINEERING

DIGITAL &
TECHNOLOGY

Recruitment —
not able to attract
suitable
candidates

Recruitment —
not able to attract
suitable
candidates

Recruitment -
Lack of suitably
qualified /
experienced
people

Recruitment -
Lack of suitably
qualified /
experienced
people

Retention —
Retain and
progress existing
talent

Retention —
Retain and
progress existing
talent

ENVIRONMENTAL

HEALTH

Recruitment -
Lack of suitably
qualified /
experienced
people

Recruitment —
not able to attract
suitable
candidates

Recruitment — an
aging workforce
— need to
succession plan

FINANCE &
ACCOUNTING

Recruitment -
Lack of suitably
qualified /
experienced
people

Recruitment — an
aging workforce
— need to
succession plan

Recruitment —
not able to attract
suitable
candidates

LEGAL

Recruitment —
not able to attract
suitable
candidates

Recruitment —
Reliance on
agency staff

Recruitment -
Lack of suitably

qualified /
experienced
people




Legal Hub:
Job Role Skill Shortages and Reasons Why

Job role skill shortages

Commercial and Environment roles Competition from locum market
Head of Legal Competition from private sector
Head of Legal & Democratic Services Competition in the market/lack of candidates in
Legal Assistant the sector

Legal Officer Limited ability to progress”

Legal Officers Pay

Monitoring Officer Work-life balance (impact of austerity)
Paralegal Workloads

Paralegal

Principal Lawyers

Principal Legal Officer

Property Lawyer

Senior Legal Officer

Senior Legal Officers

Team Leaders

The roles in adult and child social care have

been difficult to fill as have solicitor roles in

Property and Housing




Skills Hubs (Phase 2)

 We are continuing with the development work in 2024/25 to design
and deliver draft workforce strategies and action plans focusing on

future local government workforce needs using the base work that
Phase 1 delivered

« For 2024/25 we have included three (3) additional critical skills
shortage areas to expand the Hubs to a total of eight (8)




Skills Hubs Phase 2

ENVIRONMENTAL

HEALTH DIGITAL & ICT FINANCE

ECONOMIC
DEVELOPMENT
(NEW)

CIVIL BUILDING
ENGINEERING CONTROL (NEW)

(TOWN)
PLANNING (NEW)




g N W N

Aims of the Skills Hubs

Each Hub to produce a draft Workforce Strategy and accompanying
Workforce Action Plan by 31 March 2025, following workforce planning
methodology that includes:

. Understand the current and potential future internal and external environments

that will impact workforce needs

. Understand the current workforce supply

Forecast and anticipate the future workforce needs

. Assess the gaps in current workforce supply and future skills demand

Design and develop draft workforce strategies and accompanying action plans
per Hub that we can offer to the wider sector for consideration




Workforce Plan

Context for the profession

Workforce Composition, numbers employed now,
future capacity & capability needs

Leadership needs
Recruitment needs

Workforce Needs Retention needs

Development needs
Culture change needed

Local

Solutions to address moc
egional
needS National

Recommendations for actions
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Kickstart your workforce planning journey
with tools and tactics




Workforce Planning Maturity Matrix Self-
Assessment
« A tool to help you identify where you are at with your

approach to workforce planning, seven sections to
complete at a ‘roundtable discussion.’

» Self-assessment is a snap-shot in time, a journey map, @ |_ (J
showing what ‘good looks like’ level by level, a useful Z} )
discussion tool =

« This will Inform the development phase




Level 1 Level] 2 Level 3 Level 5

Ad-hoe planning Service planning Organisation wide planning Integrated system
wide plannming
Reacting to Workforcs One time or intermitbent Having workforce Having workforce Having in place Having in place
shortages or problems as effiort to develop = workforce  modelsiplans for some models/plans for most predictive short term predictive short tarm
they occur or not =t all plan fo addre=s immediata sarvices within an all services within an and multi-year workioree and multi-year workiores
requiraments organisation but not others organisstion, but no medels/plans &t service and  strategies and models for
ovararching models/plans organisational level different scenancs &
for the whole organisstion sarvice, organisational and
system lewval.
Data Mo data availabls. Litte or no data reporting One single data source HR data gwailable, Analbytics are rolled out Full integration betaesn
To what extent can you capability, dats in disparate  for HR data. Reporting still eiandardised scross the benyond just HR. Cross operations data, financial
use data to influsncs systems and for hard may be difficult. Repart organisstion. Users can HR integration is possible data and HRtalent. Service
your workforce bo access. If aveilable, users may siill be sceptical access reports guickly and (eg locking at turnowver by mansgers use anaktics
planning? reporting is 2d-hoc and isa  of reporting results. essily Reports do 3 good performance). Delivary provided by HR 1o make
lengthy process. Littke insight Standardisation of roles job with HR processes and mxdelling across the business decizions.
into organisational struchure.  and avsilable organisstional  general workforce measures.  organisstion. Workforce planning drives
charts. talent mansgement process.
Demand neiance by instance. Demand is determined by One time model of Demand planning besed Cemand planning basad Soanario forecasting with
What will be the need shoriage of staff demand construcied for on approved forecasts. on approved forecasts. dynamic models across an
for future senvices? single initiative, service or Reguiramsanis known for Reguiramants known forthe  integrated system. Integrated
department. micestiall key services. whaole crganisation. with business plan. Outside

influances included.
Reguiremenis available for

multiple scenarios.

Supply Mone. Basic characterization of Basic gathering of internal Internal programmes Internal ‘feader streams’ are Partnerships and systems
Who will be available o existing workforce. Local workiforce vanables. Short madelled and outpui identified for critical areas. are actve with raining
delivar future services? markst feals for aveilability of  term (anmusl) projections. projected (3 yrs) for soma Maonitoring and recruiting institutions {o influsncal
commaon skills reguested. General trands of labour services. Local and regionsl  in place for critical areas. provide predictable flows
svailability and costs projections for svailability Workforce modsl in place of ekills ower long term in
tracked. of ke skille based on with supphy modalling and antizipation of business
enrciments and gradustions.  projectons. strategy across multiple

Local supply of new organisations.



Level 1 Level 2 Level 3 Level 5

Ad-hoc planning Service planning Organisation wide planning Integrated system
wide planning
RFecognition of immediate Ewvent driven determination Service leval datermination Organisation level modalling Imbalance dentification for
neads. of shortfallisurpluses. Kay of existing and projecied of requirements by skillset.  planning scenarios. Cost
ekill nead prediction. Somea imbalances using maodsl Determination of local and benefit impacts incleded in
extrapolation of turnovar. with internal supply'demand  brosder imbalances. Multi- projections.
forecasts integrated. year projections with impacts
Breakdown to skilllposition of business plans.
lenasl_
Strategy development Hasze recruiting. Short term recruiting drives.  Local based plans for Joint HR'business unit Organization-wids Part of formal business
What is your plan for Crvertime or temporany recruiting/retention. Quick strategy dewelopment. approaches to development  strategy Active interventions
addressing the gaps? redeplymeant plans. One- acting approachas (ie Service leval approach in face of esxiernal changses.  to affect governmeant and
time compensationfbensit agancy staff). to turnower! retirements! Partrnerships for base talent educationsl policy Cross
incentives. terminations. Position dewalopment. Focused sactor initiatives.
specific training and ratention approaches.

denvelopment approaches.

Implementation and Mone. Executed by ‘routing’ May be funded =s part of Budpgeiad and resounced Budgeted at organisationsl Budgeted and resourced
execution operationsl rescurces an initistive or project. Short &t HRbusiness service leval. Dedicated resources as part of organisational
How are you going to and budgsts. term, shared, resourcse lewel for some senvices. svailable for organisation- strategy and capshility
execute your strategy? assignmeants. Project Accountability 2t manager wide dieployment. Effectvanass maonitored =

manager identified. Action lewel. Change management  Comprehensive processes emecutive leval.

plan in place for identified plan identified and deployed and supporied.

activities resourced. Spacific iools

available and supporied.

Governance Mone. Mot defined &5 separate Servica champions in some  Service manager andfor HR  Workdoree planning is Workforce planning sean
Who is going to be activity/function. service areas who dewelop professiongl responsitla 8 mainstream priority. 8= necessary to achieve
responsitle for defining ad hot processes and for support of individual Accouniability exists st the organisational objectives.
and executing your responsibilities. Possibly sarvica units. Processes are sanior level. Consistent Chwned by CEX. sanior
strategy? gingle HR champion. conzisient across affected processes are applisd accountability. Roles and
EEMVICEE. across the organisstion. processes well defined
Dedicated resources axist across whole crganisation.

Jointly owned by Business!

HR.
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WHO NEEDS TO
WORKFORCE PLAN?

A SIMPLE GUIDE
TO WORKFORCE
PLANNING




Understand your environments

* Internal / External
« SWOT,; PESTLE; McKinsey 7S




McKinsey 7S Model @ HordS @ Softs

\
/ \
\

Shared
Values




Context for Change

Organisational change

A PESTLE analysis helps understand the context for change and is
most effective when used in association with a SWOT analysis to
understand opportunities and threats around employment changes,
such as skills shortages or current workforce capabilities.

Workforce planning

A PESTLE analysis can help to identify disruptive changes that may
profoundly affect the future employment landscape. It can identify

skills gaps, new job roles, job reductions or displacements.




Workforce Data collection and analysis — Employer
Data (Supply)

* Wo

rkforce data helps in comparing the current workforce

capabillities with future requirements. This analysis identifies skill
gaps that need to be addressed through development or
appointments.

« Data on employee demographics can highlight trends such as

upcoming retirements or diversity gaps, allowing for proactive
planning.

* By collecting data on the skills and competencies of current

em

nloyees, councils can identify strengths and areas for

Improvement. This helps them understand the existing talent pool

and

plan for future needs.




Employee needs analysis benefits (Supply)

* Improved Employee Engagement and Satisfaction
 Enhanced Retention Rates

» Better Alignment with Business Goals
 Increased Productivity

 Enhanced Talent Acquisition




Data you should consider

 Headcount and FTE

* Type of contract

 Number of vacancies by team
* Turnover by team

* Agency worker costs (where, how much
costs, any ‘Hot Spots’?)

» Skills and qualifications




Targeted approach to job roles with a talent
risk

? job rolelines
Raw Data

Job role risk analysis 2 job roles at risk

? Job roles or less
critical

Critical Role analysis




Key questions to identify business-critical roles

External
candidate
availability

Internal talent
pipeline

Need to fill the
position

Unique skill set

Impact on or organisational

business knowledge base
required




Forecasting the demand

« PESTLE
« Scenario Planning

* Predictive analysis - Turnover prediction (e.g. length of
service, engagement survey results)

« Skills gap analysis for any new/changing service
» Succession Planning




Action Planning

* ‘Rolling Plan’ due to shifting workforce needs
 |deally, 3 in advance due to LG funding limits

* Focused themes support action planning
- Recruitment, attraction and selection
- Retention and engagement
- Leadership
- Change Management
- L& D etc




Local Government Legal career pathway (qualification routes and
apprenticeships)

Business / Practice

Manager

Law graduate entry

|

Legal

Paralegal Executive

Legal -
Executive Solicitor Vel Head of Monitoring

non- swElfee Leader Legal Officer

Paralegal

Entry level non-

qualified qualified

qualified

T

CILEX qualification pathway



Local Government Legal career pathway skill gap — Heat map

Team Head of Monitoring

oelieien Leader Legal Officer

Entry level candidates non-qualified and those with law degrees are accessible, pathways just need to be available and there needs to be sufficient

capacity and experience within a team to ensure development needs are met
Qualified paralegals and non-qualified Legal executives are not popular roles required in Legal structures, other roles consolidate the legal structures

Qualified Legal Executives?
Solicitors and management roles (Team Leaders and Heads of Legal): High vacancy rates considered result of conflict between role responsibility vs pay

offer in agency and private market



A-Z of Job Roles mapped to Apprenticeships

« Maps job roles to a series
of apprenticeships (provide ‘typical’
council job titles not a 100% match!)

e Specialist and generic
apprenticeships to allow broad
application and opportunities.

Available for:
Finance/Accounting

Legal

Civil Engineering
Environmental Health (and
Regulatory Services)

- Digital and ICT

(also, for Planning/Building Control,
Housing, Social Care, Social Services,

Finance and Accounting

- A-Z of Job Roles Mapped to Apprenticeships

Click on each link to read the Apprenticeship Standard, which describes the knowledge, skills and behaviours achieved through each apprenticeship and any
entry requirements for the apprenticeship. The apprenticeship’s page also links you to the approved apprenticeship training provider search function.

Please also see the Finance and Accounting Apprenticeship Pathway Tool which should be read in conjunction with this A-Z listing.

(Duration): When planning an apprenticeship, particularly for staff appointed on a fixed term contract, it is essential to plan for the whole duration of the
apprenticeship — from the start of training, until the end of the end point assessment.

The published Standards list the typical apprenticeship duration to gateway and separately the typical end point assessment timeline.

This A — Z Guide lists the duration of the apprenticeship as the TOTAL of the published duration to gateway plus an averaged 3 months for an end
point assessment to take place. But to note that a more accurate end point assessment period is given in the ‘Key Information’ section of each
apprenticeship’s linked page and in their Assessment Plan, and in some cases may take up to 6 months to schedule and complete

[Funding Bandl: This is the fundina rate assianed to the Aporenticeshio when it was aporoved bv the Institute for Apprenticeships & Technical Education.

The price agree
that reduces du
& Technical Edi

KEY: * = Appre

Accountant

Accounting Tec

Supply L4

Manager L5

Chain Professional L&

Category Officer Procurement and Supply Assistant | Assistant Accountant L3 Professional Accounfing Taxation | Accountancy/Taxafion Professional
[E] {18 Months) [£12,000] Technician L4 [l
{21 Months) [£6,000] {21 Months) [£5,000] (39 Months) [£21,000]

Senior Category Officer ‘Commercial Procurement and Operations or Deparimental Senior Procurement and Supply

Procurement and Supply Assistant
L3

(21 Months) [£9. 000

Data Analyst

Data Technician L3
(27 Months) [£12,000]

(27 Months) [£9,000] (33 months) [£7,000] (33 months) [£18,000] (21 Months) [£6.000]
Credit Controller/Settlements Credit Controller/Collector L2 Advanced Credit Controller/Debi | Team Leader and Supervisor L3 Operations or Deparimental
Clerk (15 Months) [£5,000] Collection Specialist L3 (15 Months) [£4,500] Manager LS

(33 months) [E7.000]

Data Analyst L4
(27 Months) [£15,000]

Business Analyst L4
(21 Months) [£18,000]

Data Engineer L5
(27 Months) [£19,000]

Finance Business Partner

Professional Accounting Taxation
Technician L4

{21 Months) [£5,000]

Team Leader and Supervisor L3
(15 Months) [£4,500]

Aceountancy/Taxation Professional
L7

(39 Months) [£21,000]

Accounting and Finance Manager
L6
(39 months) [£27.000]

Finance Officer

Assistant Accountant L3
(18 Months) [£12,000]

Professional Accounting Taxation
Technician L4

(21 Months) [£5. 000

Administrative £

Category Mana

Finance Manager

Accountancy/Taxafion Professional
7
(39 Months) [£21.000]

Team Leader and Supervisor L3
(15 Months) [£4.500]

Accountancy/Taxafion Professional
L7
(39 Months) [£21.000]

Chartered Manager (Degree LE)
(51 months) [£22,000]

Senior Leader LT
(27 months) [£14,000]

Senior Compliance and Risk
Specialist LG
(39 months) [£27.000]

Financial Transactions
Assistant

Customer Service Practifioner L2
(15 Months) [£3,500]

Accounts or Finance Assistant |2
(15 Months) [£6,000]

Assistant Accountant L3
(18 Months) [£12,000]

Professional Accounting Taxation
Technician L4

{21 Months) [£5,000]

Financial Transactions Officer

Assistant Accountant L3
{18 Months) [£12,000]

Professional Accounting Taxation
Technician L4

{21 Months) [£5,000]

Head of Corporate Finance &
Commercial Procurement

Manager

Chartered Manager (Deqree LG)
(51 months) [£22,000]

Team Leader and Supervisor L3
(15 Months) [£4,500]

Accountancy/Taxafion Professional
LT

(39 Months) [£21,000]

Accountancy/Taxation Professional
(]
(39 Months) [£21,000]

Senior Procurement and Supply
Chain Professional L&
(33 months) [£15,000]

Senior Leader L7
(27 months) [£14,000]

Head of Finance

Accountancy/Taxafion Professional
L7
(39 Months) [£21.000]

Accounting and Finance Manager
L6
(39 months) [E27.000]

Chartered Manager (Deqree LE)
(51 months) [£22,000]_

Improvement Leader L&
(21 Months) [£17,000]

Insurance & Risk Officer

Compliance and Risk Officer L3
(13 monthz) [£9,000]

Senior Compliance and Risk
Specialist L6
(39 months) [£27.000]

ulatory Compliance Officer L4
27 months) [£6.000

Team Leader and Supervisor L3
(15 Months) [£4.500]

Peripatetic Bursar

Professional Accounting Taxation
Technician L4
(21 Months) [£8.000]

Accountancy/Taxafion Professional
Lr
(39 Months) [£21.000]

Operations or Departmental
Manager L5
(33 months) [E7.000]

Project Manager (Integrated
Degree LG}
(51 Months) [£22.000]

Principal Accountant

AccountancyTaxafion Professional
Lr
(39 Months) [£21.000]

Chartered Manager (Deqgree LE)
(51 months) [£22,000]

Senior Leader L7
(27 months) [£14,000]

Improvement Leader L&
(21 Months) [£17,000]

Principal/ Senior Accounting
Technician

Professional Accounting Taxation
Technician L4
{21 Months) [£5,000]

Accountancy/Taxation Professional
7
(39 Months) [£21,000]

Chartered Manager (Deqree LE)
(51 months) [£22,000]

Operations or Departmental
Manager L5
(33 months) [£7,000]

Procurement Compliance
Officer

Procurement and Supply Assistant
13
(21 Months) [£6.000]

Commercial Procurement and
Supply L4
(27 Months) [£9. 000]

ulatory Compliance Officer L4
27 monthis) [£6.000

Senior Compliance and Risk
Specialist L6
(39 months) [E27 000]

Schoals)

7]




A-Z Job Roles mapped to Apprenticeships
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FIRegulatory Services and Environmental Health - A-Z of Job Roles Mapped to Apprenticeships

Click on each link to read the Apprenticeship Standard, which describes the knowledge, skills and behaviours achieved through each apprenticeship and any
entry requirements for the apprenticeship. The apprenticeship’s page also links you to the approved apprenticeship training provider search function.

Please also see the Reqgulatory Services and Environmental Health Apprentioeshi[..l‘_.

listing.

(Duration): When planning an apprenticeship, particularly for staff appointed on a fixed t
apprenticeship — from the start of training, until the end of the end point assessment.

The published Standards list the typical apprenticeship duration to gateway and separate

This A — Z Guide lists the duration of the apprenticeship as the TOTAL of the publi
point assessment to take place. But to note that a more accurate end point assessmer
apprenticeship’s linked page and in their Assessment Plan, and in some cases may take

[Funding Band]: This is the funding rate assigned to the Apprenticeship when it was ap)
The price agreed with each employer depends on whether the apprentice has prior learmn
that reduces duration and therefore price You can explore the full list of 700 apprenticest
& Technical Education website. Plus see the LGA’s full Apprenticeship Mapping Tool to1

KEY: * = Apprenticeship in development
A Note on the Scope of Regulatory Services

The range of regulatory services provided by a LA will vary depending on its size and rer
or the various regulatory services may sit within a number of directorates or have their oy
indicates a range of possible requlatory service areas within which there will be a range
commaon job roles in these areas, plus the generic roles typical in many LAs which can o
gC}fﬁcer may cover licensing, animal health and trading standards, or may specialise in a |

Environmental Health
Building Control

Trading Standards
Planning Enforcement
Animal health and control
Financial Investigations
Bereavement Services
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Coroner's Service

Registration Service

Licensing — explosives, petroleum, alcof
tattooists, poisons, gambling, skips and
Internal specialists — Health & Safety an
Emergency Planning.

...e.g. Environmental
Health as part of
Regulatory Services.

Job Role/Title

Alr Quuality Officer

Building Senvices Engineering
Technician 2022 L3
(34 Months) [£16,000]

Some of the A-Zs provide a view
across a wider service area or
directorate....

Apprenticeships

ncluding potential progression and specialisms available

Team Leader or Supenvisor L3
(15 Months) [E4,500]

Environmental Pracliticner LG

Project Manager (Integrated

(63 Months) [£27,000]

Degres LE)
(51 Months) [E22 000]

Assistant Electoral Officer

Business Administrator L3
(21 Months) [£5,000]

Improvement Technician L3
(17 Months) [£5,000]

Governance Officer L4
(21 months) [£11,000]

Team Leader or Supenisor L3
(15 Months) [£4,500]

Building Control Surveyar

Building Senvices Engineering
Technician 2022 L3
(34 Months) [£16,000]

Building Control Surveyor LG
(51 Months) [£24,000]

Building Services Design Engineer
LG
(63 Months) [E27.000]

Chartered Manager (Degree LE)

(51 months) [£22,000]

Business Support Assistant Business Administrator L3 Customer Senvice Practifioner L2 Procurement and Supply Assistant | Govemance Officer L4
(21 Months) [£5,000] (15 Months) [£3,500] L3 (21 months) [£11,000]
(21 Months) [£5,000]
Business Support Manager Senvice Designer L6 Operations or Departmental Chartered Manager (Degree LE) Project Manager (Integrated
(27 months) [£15,000] Manager LS (51 months) [£22 000] Degree LE)
(33 months) [£7.000] (51 Months) [E22 000]
Business Support Operations Public Service Operational Team Leader or Supervisor L3 Operations or Departmental Govemnance Officer L4
Manager Delivery Officer L3 (15 Months) [£4,500] Manager LS {21 months) [£11,000]
(15 Months) [£2 500] (33 months) [£7.000]
Business Support Superisor Team Leader or Supervisor L3 Improvement Practitioner L4 Procurement and Supply Assistant | Govemance Officer L4
(15 Months) [£4,500] (17 months) [£6,000] L3 (21 months) [£11,000]

{21 Months) [£5.000]

Clerk of Works

Team Leader or Supenvisor L3
(15 Months) [E4,500]

Operations or Departmental
Manager LS
(33 months) [E7,000]

Improvement Practitioner L4
(17 months) [£6,000]

Chartered Manager (Degree LE)

(51 months) [£22,000]

Commissioning Manager

Commercial Procurement and

Operations or Departmental

Procurement and Supply Assistant

Chartered Manager (Degree LE)

Supply L4 Manager LS L3 (51 months) [£22,000]
(27 Months) [£9,000] (33 months) [E£7,000] (21 Months) [£5,000]

Election Assistant

Business Administrator L3
(21 Months) [E5,000]

Team Leader or Supenvisor L3
(15 Months) [E4,500]

Govemance Officer L4
(21 months) [£11,000]

Public Service Operational
Delivery Officer L3
(15 Months) [£2 S00]

Electoral Services Manager

Operations or Departmental
Manager LS

Govemance Officer L4
(21 months) [£11,000]

Chartered Manager (Deqgree LE)
(51 months) [£22,000]

Public Service Operational
Delivery Officer L3

(33 months) [E7,000] (15 Months) [£2 500]
Envircnmental Health Officer Environmental Health Practifioner | Regulatory Compliance Officer L4 | Team Leader or Supervisor L3 Operations or Departmental
LG (27 months) [E6.000 (15 Months) [£4,500] Manager L5

{51 Months) [£22,000]

(33 months) [£7,000]

Environmental Services
Mananar

Environmental Health Practitioner
LG

Envircnmental Practitioner LG
(63 Months) [E27 000]

Chartered Manager (Deqgree LE)

Improvement Leader LG

(51 months) [£22.000]

(21 Months) [£17.000]




Apprenticeship Career Pathways

* Reflects the A-Z — so again shows
specialist and generic opportunities for
progression and development within a
service area/sector.

« Aims for examples of flexible
progression pathways, it provides
suggested entry-points but also
potential ‘'side-ways’ moves to gain
additional skills, e.g. leadership, data,
Improvement, training.

Loca L8 , Digital and ICT Apprenticeship Roles and Career Pathways |

|Government
Asyociation L )
This short guide has been ped by the Local Association in association with Spark & igtes, using the § dadge and i of Local Authorities (LA)
BCross England It sims to help Counclls and their staff understand the caresr oppnrh.lnlhes ilable through i ips. This guide focusses on Digital and IT roles and how
can create a p ion pathway in those The of op i mapplng to ]Oh roles and career progression routes is an |nd|cator ofa
Malure Council on the LGA's Matunty Model and is an i stage in I plan. ing career p viz PP lips
is & great way to incresse the impact of your apprenticeship programme by targehng stsﬁ dEveIopment and supporting ion. It also facili growih in app i

numbers — because employeas don't just ‘stop’ at one apprenticeship — they will be looking to the next step.

Hints and Tips on How to Use this Guide How Apprenticeships can Form a Career Pathway in Digital Roles

This guide shows the progression possibiliies open to you in Digital occupsations, and how a
long-term career can be supported though professional using spp lips.
D are not always linear and can include sidewsys steps for you to gain
additional specialist skills and knowledge, or to move into a different field in the ccoupational
ares. Talk to you line manager or HR department for more information on the apprenticeships

The main element of this guide is the FngI'E’nEIm pathway dlagram on the
next page. This shows all the ips linked fo this

area relevant to LAs (so it dnesn't show all the digital i ips only
those mast likely to feature in a Council's workforce). It also provides
suggestions for entry points to the career. Ensuring lower-level front line
employees are aware of career pathways available to them will aid

P
Search the IFATE website to find out more on each apprenticeship, their the apprenticeships undergoing revision, showing

Refer to the LGA’s Digital and ICT Career A-Z and the full Mapping Tool why they are being reviewed. Find out more about
available here for more detailed mapping of roles to apprenticeships. how to use this report HERE.

Aumsrins Projact
Warsper L

available in your organisation.

More Support: Check IFATE's Revisions Status Report detailing

content and format. the stage they have reached and an overview of

Standards marked with a * are still in
development.

FYe

Adrrntrstion L3

Dgtal Azt
e

Ptk Drng rssr 14

Creative Digital Dtad B Tty

ot U
Project Mazager LE [
st L
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Although most of these apprenticeships will have strong links to roles within your Digital and ICT Directorate, increasingly digital and data roles are seen throughout the
organisation. This is worth considering when planning cohorts in & particular apprenticeship (2.g.. can you build a larger cohort by bringing in requirements from other parts of
the organisation). Apprenticeships like the Data and Business Analyst roles can have broad application. You may have a Data Analyst role in HR analysing workforce trends or
within the educefion directorste fo understand school performance, and increasingly larger schools slso have IT and dats roles. Marketing and Communications departments

Thiz pathway includes some of the specislist digital'I T roles to give a full picturs of the poszible career pathway. However, it's worth noting that in some cases Local Authorities

Opportunities Across Departments

are also likely to have a requirement for these roles (there are also specific Digital Marketing Apprenticeships not listed here).
Higher Level/Specialist Roles

many not have a requirement at these levels yet or they may be more relevant for larger Councils.




Apprenticeship Career Pathways

Accounts or
Finance

Assistant [L2)

Credit
Controller and
Collector [L2)

Customer
Service (L2) &
(L3}

Business

Administration

(L3)

Acsistant

Accountant (L3)

Compliance and
Risk Officer [L3)

Advanced Cradit
Controller/Debt
Collection
Spedialist (L3)

Team/Leader

Supervisor (L3)

Public Service
Operational
Delivery Officer

(L3)

Data Technician
(L3}

Improvement
Technician (L3}

1

Professional - -
Accournting or g‘{ﬁ‘;ﬁ;ﬂg Fﬁﬂ?ﬂ:ﬁﬂt A;igjc;tte Business Analyst Cata Analyst Improvement
Taxation L4} {L4) Practitioner (L4)
Technician (L4) Officer (L4) and Supply (L) Manager (L)
| i | | | [ :
] |
[?5&?&?.:“%& Data Engineer Improvement
Manager (L5) (L3) Spedialist {L5)
| 1 |
: Senior Senior
Ax:cul_lmtmg and Compliance and Chartered Project Procurement and Improvement
Inance Risk Specialist Manager [LE) Manager (L5} Supply Chain Leader (L&)
Manager (L&) Professional [LA)

(L6

Arcountancy or
Taxation
Professional

(L7)

Senior Leader
{L7)

Broader Accounting and Finance Directorate
Apprenticeship Pathway

Example:
Finance Tool
offers a broader
perspective
which covers a
wider set of roles
that you might
see in the
department — for
example
covering data,
compliance,
improvement.....




Apprenticeship Career Pathways

Business
Administration
(L3)

S

ific Accounting and Finance Apprenticeship Pathwa

Customer Service

(L2) & (L3)

Accounts or

Finance Assistant

(L2)

Credit Contraoller
and Collector (L2)

7

I_I

Advanced Credit

Compliance and
Risk Officer (L3)

Team/Leader Assistant Controller/Debt
Supervisor (L3) Accountant (L3) Collection
Specialist (L3)
I I I
|
i Professional

Operational/ Accounting or

Departmental Taxation

Manager (L5)

Technician (L4)

Chartered
Manager (LE)

Accounting and
Finance Manager
(L&)

Senior Compliance
and Risk Specialist
(L&)

Senior Leader (L7

il

Accountancy or
Taxation
Professional (L7)

Example:

Finance Tool ...but
also another
diagram that is
much more
Accounting and
Finance specific
where you want to
just focus on that
pathway — just
linking management
as well.




Apprenticeship Career Pathways

Broader Reqgulatory Services Career

Customer Business
Service (L2) & Administration
(L3} (L3}

Pathway

_ uiolic [x3] EFM or Public Sectar Building
CI;'E'&EISFLEE P;?éugﬁmeﬁt Operational Leader Campliance |n_'||_|]'|'l|::.|'Ef!"IEI"It Services
Pk pp'_3 Delivery Supervisor Inwestigator and eChnician Engin=ering
stant (L3) Officer (L3 iL3) Officer |L3) Technican (L3)
1

ommercia : a ion
EEE"'llE.'m”" Procurement Governance A.sprsg%ge and Information Iwgg?t?::;:t Information
Investigator [?Frmp 'E'EEE and Supply Officer (L4) Man ] (L4 Governance Communications Practitioner (L) Manager (L4)
(14) icer {L4) L4) =es Practitioner (L4) Assistant (L4] 14
! | I I !I I — 1 I ! |
Operational/ Im
provement
Departmental specialist (L5)

ENIar rading NVIFONMEenta Buildi uilding i
Improvement Compliance Chartered Standards Health CUI m'"% Services E';"'m'_"':"m'
Leader [LE) and Risk Manager [LB) Manager (L) Professional Practitioner Sy o mLE Dezign m“-{ul_gf“er
specialist {L6) (L6} rveyor (LG} Engineer (L6)

I ] | ]
] : : | | |
Senior Leader

L7} Professional

L7

Example: Regulatory
Services this tool
offers a service wide
pathway.....




Apprenticeship Career Pathways

Specific Environmental Health

Pathway

Business Custamer
Administration service [L2) &

(L3)

(L3)

Regulatory

Compliance
Officer [L4)

|
Team or Leader
Supervisor (L3)
" | "
|

Operational/
Departmental
Manager (LS)

Associate
Project
Manager [L4)

|

Ervironmental
Health
Practitioner (L&)

I " 1 -
[ | 1
Environmental Project Chartered
Practitioner (L&) Manager [LE&) Manager (L&)

Senior Leader
(L7}

Example:
Regulatory
Services Tool
...but also another
diagram that is
tallored to an
Environmental
Health Department
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Workforce Planning for HR/OD/HRBPs

 Critical to support the delivery of and support for
workforce planning

 The ‘Enablers’




Workforce Planning for Senior Leaders

* They set a clear strategic direction for the organisation
 Ambassadors for the process

* Build and maintain the organisation’s dialogue with its
workforce




Workforce Planning for Managers

« Key to engage in workforce planning
* Need to understand the benefits and methodology
* Operational In focus — need to ‘see’ the big picture




Bitesize workforce planning

» Service-based approach — ‘bottom-up’ development

* Develop bespoke workforce plans - linking service plans
with strategic workforce needs

* Five key data-driven workshops
Case studies:

* 6 English Council ASC Teams in 2023/24 and a further 10
applied for the 2024/25 cohort

« Staffordshire Highways
» Ashfield DC (4) Directorates




Workforce Planning Network

Since 2020, 300+ members from English, Welsh and Scottish councils

Peer-to-peer learning and advice enabled. Solutions focus on sharing
knowledge and experience of what is working (and what not!)

Exclusive for councils, regardless of workforce planning level of
maturity — no cap on numbers. For everyone with an active interest in
workforce planning

Meets once a month; Keynote speakers alternates with peer-to-peer
learning sessions




Thank you for having me!

I'm very grateful for the invitation to share these important
messages with you today.

Please get in touch if you want more information or join our
national local government workforce planning network.

Welna.Bowden@Iocal.gov.uk



mailto:Welna.Bowden@local.gov.uk
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