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Introduction from the Leader of the Council, Councillor Lutfur Rahman

Having a council workforce that fully reflects, at all levels, the rich diversity of the
population of Tower Hamlets has long been an aspiration of the Council.

Over the past year, fresh impetus has been given to achieving this aspiration and
good progress has been made, which is described in this strategy document.
However, there is no room for complacency and | and my fellow Elected Members
continue to drive for an ever accelerating pace and scale in the improvements that
are being made.

Overall the council has achieved a workforce that is almost half BME, which puts
us firmly in the forefront of all local authorities in the UK and is to be celebrated.

We have now, however, identified three key areas that we must achieve better
results on going forward, these are;

¢ Increasing the proportion of Bangladeshi staff overall in the workforce, from
20% (currently) to 27%, to reflect the working age population of Tower
Hamlets

¢ Increasing the number of BME generally and Bangladeshi in particular staff
who hold managerial and particular senior management posts

e |Increasing the number of staff with disabilities overall and in senior
management positions.

That is not to say that the other equality strands are to be ignored — we of course
want to continue to recruit, employ and develop all staff at all levels regardless of
gender, sexual orientation, age, religious belief, disability or ethnic origin or race.
And of course we recognise that complexity is inherent to this agenda and that the
thoughtful and sensitive set of activities that are set out in the action plan to this
strategy have to be taken forward in a coherent and open way.

We have been particularly keen to evaluate the results of our previous investment
in staff and our current schemes for progression, in order to more closely identify
how these could and should be improved going forward. Again this is set out in the
strategy and action plan.

Finally, because this is an agenda that is close to my heart and which | take a
close interest in, | will be monitoring progress on the action plan over coming
months, and the results we will achieve.

Councillor Lutfur Rahman
Leader of the Council



Summary

This strategy document has been produced in order to accelerate the pace and
scale of achievement of our aim to have a workforce that reflects our community.

It builds on our previous strategy but extends and refocuses some key activities,
based on the learning and more detailed analysis that has taken place over the
past year. The action plan has been strengthened and made more specific.

In particular this strategy highlights:

Activities to address the continued need to focus on improving the number
of BME and disabled senior managers

A continued need to increase the proportion overall of Bangladeshi staff,
requiring local recruitment

A new focus on directorate specific schemes, based on an analysis of
directorate performance on this agenda

Improvements to the schemes for local graduates, focusing on career
development and progression into professional careers rather than general
supervisory posts

New schemes for people with disabilities, particularly but not exclusively
people with learning disabilities

A new scheme aimed at a small number of ‘future directors’ which will ‘hot
house’ this cohort

A new requirement for managers to identify and use internal talent before
engaging interim staff

Developing and expanding the current Hamlets Youth scheme into
apprenticeships that are career and profession specific

Continuing with the successful positive action social worker scheme, on a
reduced level taking account of a reduced need for social workers in the
authority overall

Reducing the number of agency staff, who we know do not generally reflect
the community we serve

Linking in to a network of existing BME senior mangers who are not
employed in the council, showing the council off as an employer, learning
from their views and identifying talent that could be recruited in



Profile of the Community

Self evidently, if we are to have a workforce that reflects our community, we have
to have an analysis of the community.

The 2001 Census revealed that the borough had a population of 209, 400 with
31% of Bangladeshi origin, 6% from African/Caribbean backgrounds and the total
White British population being 53.8%.

According to Neighbourhood Statistics there are 6,660 people in Tower Hamlets
over the age of 16 and under the age of 70 that claim disability benefit which
equates to 3.2% of the resident population between these ages.

The table below summarises the census data on the ethnic profile of people living
within Tower Hamlets. It comes with a ‘health warning’ in two respects — one is
that it does not reflect the working age population, and we know that for example
the Bangladeshi population is younger than average (of which more later) and
secondly the census information is now 7 years old and becoming out of date.
There is some evidence to suggest that the population of Tower Hamlets is being
further enriched by migrants from eastern Europe and south America and this may
have an influence on future strategies for a ‘workforce to reflect the community’

The employment rate of minority ethnic communities in Tower Hamlets as a
percentage of those in employment is 40.8% in 2004/05 in comparison with a
percentage of 58.9% in England. Furthermore, the employment rate of those with
the lowest/no qualifications % in employment in Tower Hamlets in 2004/05 was
27.6% compared with 50.1% in England. This means that minority ethnic and/or
low skilled people in Tower Hamlets are generally less likely to be in employment
than comparators in England.

A ‘workforce that reflects the community’ can only reflect the community that is of
working age, and indeed the council’s Best Value Performance Indicator definitions
reflect that. In the case of Tower Hamlets this is a particularly important factor
given that there is a younger than average population and that the Bangladeshi
population in particular reflects this. The latest available data shows this clearly;

Table 1: Ethnicity and age profile of Tower Hamlets

Group All Ages 0-4 5-9 10-14 15-19
All Ethnicities 231,032 18,717 13,903 12,550 12,731
White 117,825 4,602 2,570 2,356 3,211
Black Caribbean 4,841 227 239 257 283
Black African 6,701 641 620 559 496
Black Other 3,648 575 480 390 353
Indian 4275 363 192 143 232
Pakistani 1,496 198 126 115 109
Bangladeshi 76,084 10,322 8,609 7,920 7,205
Chinese 6,462 331 209 196 305
Other Asian 3,894 593 396 299 245
Other 5,807 865 461 315 292

Source: 2006 Ethnic Group Population Projections, 2007 RLP High, GLA



The table above shows that whilst 25% of the total population of Tower Hamlets is
under 20 years old, in for example the Bangladeshi population that rises to 45%.

The latest figures for the working age population in Tower Hamlets are as follows;

Table 2: Population and Working Age Population percentages in Tower Hamlets

Whole
Population

Asian
Bangladeshi
Black African
Caribbean
Mixed-heritage
/ Other

White

5.7
33.3

7.7

1.8
51.5

7.1
33.3

6.4

2.6
50.6

7.7
32.4

6.1

2.9
51.0

2.0
-0.9

-1.6

Working Age

0( 008
6.2 7.4
28.3 27.3
7.4 5.8
1.9 2.4
56.1 57.0

7.9
26.7

54

2.6
57.4

1.7
-1.6

0.6
1.3

Using this data as the basis on which to set targets for the overall ratio of
employees in both organisations shows that a ‘workforce that reflects the

community’ in its most literal sense would have the following proportions;

Table 3: Representative workforce composition

Ethnic Proportion
Group

All 100%
Ethnicities

White 58%
Black 2%
Caribbean

Black 3%
African

Black Other 1%
Indian 2%
Pakistani 0.6%
Bangladeshi 27%
Chinese 3%

Other Asian 1%

Other

2%

Of course, it would not be possible to set ‘quotas’ in terms of the make up of the
workforce, and we must remember that in every case we must recruit the best
possible person to each individual post, but this sets a useful guide for the kinds of
proportions we should be aiming at, at all levels in the organisation.



Current Performance

Ethnicity

We continue to show improvement in the level of representation of BME staff within
the Council. Bangladeshi staff entering the organisation has risen by 0.7% over
the past year, around twice the rate than any other ethnic group.

The greatest increase over the past 3 years has been in the Bangladeshi group of
staff with an increase of 1.5%, approximately 85 staff with 40 of these since April
2008. All other groups have shown around 0.5% increase in representation with
the exception of white staff that has seen a 3.4% reduction (approximately 196
employees).

BME staff now account for 48.4 per cent of the workforce, an increase of 1.7 per
cent over the past year. This makes us one of the tope performing local authorities
in the United Kingdom on this indicator.

At senior management levels, the Council has made two director-level
appointments from the BME community. The Corporate Management Team now
has two of the eight members from an ethnic minority group, where previously
there had been none.

We continue to make progress to increasing the representation of BME groups
within the Council as shown in Table 4.

Table 4: Percentage representation of ethnicity within the workforce (January 2009

Working Age
2007/08  2008/09  Change 2007 - Profile
2008 (WAP)

Asian (Exc.
Bangladeshi) 5.3 5.5 +0.2 7.4
Asian-Bangladeshi 18.6 19.3 +0.7 27.3
Black African /
Caribbean 20.3 20.6 +0.3 5.8
Missing 2.3 25 +0.2 N/A
Mixed / Other 2.8 3.0 +0.2 2.4
White 50.7 49.0 -1.7 57.0
BME Total 47.0 48.4 +1.4 43.0

We continue to be mindful that Bangladeshi staff are under-represented in the
organisation and can demonstrate a number of programmes to promote the
Council as a place to work are having an impact. This is particularly evident in the
19-29 years old age group where 48 per cent within this age group are from a
Bangladeshi background. This is in contrast to the 30 — 39 years age group
where this representation is currently 19.1 per cent.



Disability

Following the transfer of staff from the Council to Tower Hamlets Homes, we have
seen a sharp decline in the number of people declaring a disability within the
organisation due to the numbers of people with disabilities in manual and front line
services within housing services that have been transferred.

The Council is not going to meet its target of 5.5 per cent of the workforce
declaring a disability in 2008/09 as a result. The table below shows the projected
outturn for the year.

Table 5: Percentage representation of staff with a disability (January 2009)

2007/08 2008/09*
Target Actual Target Projected

Percentage of the
workforce with a disability 4.80 % 512 % 550 % 363 %
(Priority Indicator ' ’ ' '
BV016a)
Percentage of top 5% of
earners with a disability 500 % 3.51 % 410 % 207 %
(Strategic Indicator ' ' ' '
RES002)

The Top 5% of staff with a disability represents the top 200 earners within the
organisation. However, when we examine the top 10 per cent of earners (around
600 employees) this figure rises to 4.5%.

A high percentage (11.6%) of staff have declined to state whether or not they have
a disability and a further 13 per cent has no record in place. This represents 1,433
staff.

In order to reflect the targets, a further 70 employees with a disability should be
identified. It is sensible that we encourage staff that have not disclosed or
completed a return to do so to ensure we have a more accurate record of
disabilities within the organisation — and to provide effective support and career
development for people with disabilities.

Age

For the first time, the Council has an accurate picture of the distribution of age
against grades, ethnicity and other monitoring strands.

The indications are that our younger workforce (19 -29 year olds) are significantly
more diverse than the older workforce population. This mirrors the position within
the wider Tower Hamlets community where there is a younger population.

As shown in table 6, there is a significantly increasing Bangladeshi presence as
the workforce gets younger. This demonstrates that the entry-level schemes, such
as Hamlets Youth and local graduates have played an important role in promoting
the Council as an employer to our local community, particularly younger people.



Table 6: Percentage ethnic make-up of age ranges. (January 2009)

Black Mixed
African / Not Heritage / BME
Asian Bangladeshi Caribbean known Other White (All)
16-29 6.5 48.1 8.9 3.5 3.4 29.5 66.9
30-49 6.2 19.1 24.6 2.6 3.5 440 53.3
50-65 3.9 6.8 20.1 1.8 2.1 65.3 32.8
65+ 6.8 9.3 9.3 3.4 0.8 70.3 26.3

We are also using age to identify where we are likely to see significant numbers of
retirements over the next 5 and 10 years. This allows us to improve our
succession planning and develop career routes for groups under-represented in
the organisation, particularly at senior levels.

Progression of staff

The Council has recently undertaken an Equalities Impact Assessment (EQIA) on
the progression of employees through the organisation. This was reported to the
Corporate Equalities Steering Group on 3 March 2009.

Overall, the council provides equal opportunities for development and progression,
with progression patterns and rates across different strands showing no favourable
or unfavourable treatment in comparison to others.

There were minor variations between faiths and sexual orientations, although not
significant to infer or demonstrate any detriment or disadvantage to one or more

group.

For the progression at different age groups, it was illustrated that, as to be
expected, there is a greater range of progression for younger age groups at the
start of their career, particularly Hamlets Youth and local graduates moving from
training contracts in to permanent employment. For the older ages, progression
through spine points was less marked as individuals reach the top of their grade
with only 10 — 15 per cent of the older workforce (ages 45+) progressing more than
one grade. This also explains that the older workforce (predominantly white staff)
is showing slower progression than the younger, more diverse workforce who have
greater scope for progression through the spine points and across a wider range of
grades.

For ethnic groups, the picture is more complicated — but easily explained. Chart 1
(below) sets out the progression of BME groups, Bangladeshi and White staff
against the workforce as a whole. The differences in the chart can be explained
through a number of factors:

. White progression not as great as other groups: the white workforce
is older in its profile and therefore, as shown in chart 1, is less likely
to progress than younger groups. The ‘no change’ group of white
staff reflects that many are already at the top of their grade. White
staff above the age of 50 years are 41.6 per cent of the population as
opposed to 10 per cent of BME staff at the same age group.



. Positive action schemes have targeted career routes to increase the
rate of progression for some groups of staff to improve the proportion
of under-represented groups at higher levels throughout the
organisation, therefore it is to be expected that BME staff appear
above the workforce norm for progression above 11 spine points.

. The progression of Bangladeshi staff up to 10 spine points is
significantly above the workforce norm, but falls below between 11
and 15 spine points; this reflects the recent focus and significantly
younger Bangladeshi population within the organisation (36% under
29 years old) but demonstrates that where recent targeted action is
undertaken in recent years, this is showing a faster rate of
progression as anticipated.

Overall, progression for employees shows little variance between groups that can
not be explained or is unexpected. The Council invests significantly across all staff
to encourage progression and professional development.

Between November 2008 and January 2009, the council undertook a strategic
Equalities Impact Assessment of positive action and supported schemes within the
council including:

Social work — routes to work (including positive action)
Hamlets Youth

National & local graduate programmes

Step Up Now 1 & 2

Aspiring Leaders Programme (ALP)

As part of this a qualitative evaluation of the schemes, involving current and past
participants, was undertaken.

The final two listed have been running since 2007 and it has been too early to
evaluate the effectiveness of the programme. The research in to the exist
programmes has shown that participants value the schemes and approach taken.
We have learned that a greater emphasis on career development, practical
experience and opportunities to work on projects or acting-up arrangements would
add to the value of the programmes. Participants also suggested the programmes
are too academic focussed.

The social work career routes have been successful in placing under-represented
groups (Bangladeshi, Somali and disabled employees) into the social work
profession. In total, 93 social work placements have started since 2000 and 49 of
these are still in employment with the council. 2 have progressed above PO4
(£40k).

As a result of the evaluation of Hamlets Youth and the graduate programmes,
changes are being made to develop further career options and parity with the
support given by the IDeA for national graduate placements. This includes
supported development centres, post-graduate study (preferably in a professional
qualification) and career guidance. The first of the career development centres is



due to take place in May 2009 for existing participants in the local graduate
scheme.

Chart 1: Progression by spine points and ethnicity between 2004 and 2008.
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Explanation of chart 1.

The chart shows the spine point progression for staff groups by ethnicity. Where there is no spine
point progression, this indicates either an employee on a fixed grade or (in the case of the majority
of staff in this category) they have reached the top of their grade and remain on the top spine point.
This explains why the white group of staff have a higher percentage of people in this category as
the white groups have a longer average time with the council and are generally an older workforce
and therefore reached the top of their spine point.

Each grade is around 4 spine points. Generally, staff progress one spine point in April each year
until they reach the top of their grade. Therefore, most of the employees in the 1 — 5 spine point
progression of the graph are more likely to be progressing through their grade than being promoted.

Any progression above 5 spine points suggests that an employee is progressing through promotion
or job evaluation. It is the progression above 5 spine points that indicates the level of progression
and breadth (i.e. number of grades progressed) of internal promotion.
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Representation within agency staffing

The council recognises the opportunity for developing the workforce and reducing
the use of agency staffing through effective workforce and succession planning. At
the same time, we will also monitor the representation of the agency staff through
the corporate contract.

At February 2009, the number of agency staff within the council was 547. The
ethnicity of agency staff is shown in Table 4 of all agency staff engaged within the
past year (1,093).

A significant proportion of the spend (15.9%) is spent under the category of
‘technical’ positions. To reduce this number of agency staffing, our graduate
career programme will be predominantly targeted at addressing the technical
professions, skills and qualification requirements. This will have a dual effect of
reducing agency requirements and increasing the representation of local people
within the workforce.

Table 7: Ethnicity table of agency staffing

Ethnicity Number of candidates %
Any Other Ethnic Group 1 0.09%
Other Black African 1 0.09%
Black European 2 0.18%
Chinese 2 0.18%
Chinese/Other ethnic group - Chinese 2 0.18%
Mixed - White and Black African 3 0.27%
Other Ethnic Group 5 0.46%
Mixed - White and Asian 6 0.55%
Mixed - White and Black Caribbean 6 0.55%
White - Irish 8 0.73%
Asian/Asian British - Pakistani 13 1.19%
Mixed - Other Mixed background 18 1.65%
Asian/Asian British - Other Asian background 28 2.56%
Asian/Asian British - Indian 32 2.93%
Black/Black British - Caribbean 58 5.31%
Black/Black British - Other Black background 63 5.76%
Prefer not to say 74 6.77%
White - Other White background 96 8.78%
Asian/Asian British - Bangladeshi 119 10.89%
Black/Black British - African 254 23.24%
White - British 302 27.63%
Grand Total 1093 100.00%
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Career and management development

The council schemes for increasing the proportion of Bangladeshis and other
groups at an entry-level to the organisation has been successful, demonstrated
through the significantly increased numbers of young Bangladeshis and other
groups under the age of 30.

The main challenge for the council however is now to focus on opportunities for
development and progression of under-represented groups into senior
management roles at Service Head and Director levels.

It has been shown that representation of Bangladeshis and other BME groups from
the community profile reduces at around the £40k salary level, equivalent to the
top of Grade PO3. Table 8 shows the distribution of ethnicities at each grade within
the council. It shows that the recent work with the younger population are
increasing the representation of young Bangladeshis at each grade up to PO1, and
signs of improvements at PO2 and PO3, however above PO5 there is significantly
less representation of BME groups, and significant representation of white staff.

grade.
Black Mixed
African / Not Heritage

Table 8: Representation of ethnicities at each

SEIEIWACEN Asian  Bangladeshi Caribbean  known / Other White

Casuals &

Trainees 52 29.0 14.1 6.0 3.6 42.0 52.0
Scale 1 2.1 12.8 39.7 1.9 2.3 41.2 335
Scale 2 0.0 15.4 22.0 6.6 1.1 54.9 3.3
Scale 3 2.7 22.8 27.3 0.5 2.4 442 19.6
Scale 4 6.1 6.1 6.1 6.1 6.1 6.1 15.6
Scale 5 54 18.4 15.1 2.2 2.7 56.2 7.3
Scale 6 6.8 251 16.4 17 29 47 1 28.8
SO1 7.4 23.7 227 15 2.8 41.8 21.2
S0O2 76 19.3 20.7 2.2 51 451 20.6
PO1 4.2 28.2 26.8 4.2 2.8 33.8 4.2
PO2 6.6 14.5 27.2 2.6 3.5 456 11.2
PO3 8.5 15.9 19.5 1.3 2.9 52.0 247
PO4 6.4 11.2 15.0 15 2.2 63.7 8.9
PO5 6.5 8.9 171 0.0 1.6 65.9 4.0
PO6 3.0 7.4 10.9 0.9 3.0 74.8 5.3
PO7 5.3 10.5 10.5 0.0 4.2 69.5 2.8
PO8 5.9 4.2 6.8 0.8 2.5 79.7 2.2
PO9 10.0 25 0.0 2.5 2.5 82.5 0.6
SH & Chief

Off. 0.0 2.6 0.0 5.3 2.6 89.5 0.2

The Corporate Management Team have agreed to take a council-wide approach to
ensure the broadest range of opportunities for experience, support and
development are provided to our future managers and leaders and have
commissioned proposals for the development of a management development
programme with accelerated and supported places for under-represented groups.
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Through taking this targeted and structured approach, we will aim to develop
individuals through to service head level, providing experience, opportunities,
training and personal development tailored to the needs of the individual and an
internal mentoring and coaching programme supported through directors and
senior managers.

During the time it takes to develop the programme, directorates will identify
potential participants and we will be able to provide an intensive scheme for 5 to 10
individuals to have the opportunity to progress more rapidly into Service Head and
Director levels over the next few years.

For local graduate programmes, the council is committed to completing the
placements of 13 graduates (10 from the local community). Additionally, from
previous programmes the council has retained a further 60 local graduates. In
2009/10 we will offer each of these graduates a career planning session and
professional development centre to assess how we can support their progression
further within their career routes.

For the new intake of graduates, we will move to a rolling programme of
recruitment (currently there is one intake every two years) based on the needs and
vacancies arising within directorates. \We can develop a two-stream graduate
programme. The first stream where a specific academic qualification is required
before entering the profession (e.g. trading standards, environmental health) where
we support the studies before employment. The second stream is we will develop
professional post-graduate programmes where post-graduate and professional
qualifications can be gained whilst on the job (e.g. CIPD, CIPFA etc).

To support the wider success of graduates within the borough, we will partner with
other major employers, particularly public sector employers to develop a local ‘milk
round’ graduate fair profiling a wide range of career choices and opportunities
within the council, health sector and other services.

For social workers that have completed the positive action programme and remain
in employment with the borough, we will develop a support programme to Team
Leader and Team Manager-level through the Diploma in Management Studies
(Social Care) programme (DMS-SC).

Specifically for Service Head and Director, we have already started to develop a
model for identifying and developing a handful of very talented employee. Unlike
our existing and previous schemes that allowed participation in management
development at certain grades, the new programme will open up to those who
have demonstrated potential and perform highly.

In addition to these programmes, the council is reviewing and making changes to
the policy for acting-up and additional duties to ensure there is a more explicit
focus on experience and opportunities for internal talent. The policy will establish a
central approach to co-ordinating these opportunities, ensuring greater
transparency and publicity for opportunities and allow employees to register a
generic interest in participating in applying for acting up, secondments and project
work.
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Directorate support for WFTRC

In 2009/10, as part of the Council’'s workforce planning process, directorates have
been asked to identify opportunities to further integrate opportunities for
developing a workforce to reflect the community within their respective
service areas. This has been done by examining the profile of the existing
workforce, identifying areas where specific programmes can be applied
and benefit the organisation (e.g. apprenticeships, graduates and staff with
disabilities) and also address areas where there are expected to be a high
number of retirements over the next five years and / or where there are
specific skills shortages — particularly within professions where progression
can be developed and defined.

The directorate summary activities for 2009/10 are as follows:
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Adults Health & Wellbeing

Table 9: Workforce profile — AHWB (Percentages)

Mixed Total
Black African Not Heritage / BME
Asian Bangladeshi / Caribbean known Other White  %age
7.4 27.3 5.8 0.0 24 57.0 42.9
ETHNICITY
Mixed Total
Black African Not Heritage / BME
Service Area Asian Bangladeshi [ Caribbean known Other White  %age
Commissioning and
Strategy 7.4 11.1 25.9 3.7 5.6 46.3 50.0
Disability and Health 6.0 15.9 29.8 0.0 4.0 44 .4 55.6
Finance 6.7 6.7 26.7 0.0 0.0 60.0 40.0
Older People and
Homelessness 24 15.4 37.6 0.2 29 41.4 58.3
(blank) 0.0 0.0 0.0 0.0 50.0 50.0 50.0
3.8 14.9 34.4 0.5 3.5 43.0 56.5
DISABILITY
Service Area No Declined Yes Unknown
Commissioning and
Strategy 81.5 13.0 3.7 1.9
Disability and Health | 68.9 13.9 10.6 6.6
Finance 86.7 13.3 0.0 0.0
Older People and
Homelessness 76.1 12.0 3.6 8.2
(blank) 100.0 0.0 0.0 0.0
75.2 12.6 5.2 71

56.5% of the Directorate’s staff are from black and minority ethnic backgrounds,

compared to 48% in the Council as a whole; and 27.7% of staff earning £40k a

year or above, compared to a Council wide figure of 24%. 5.2% of the workforce
define themselves as disabled, compared to a projected 3.63% across the Council.
However, within the overall BME staff group, Black African / Afro Caribbean staff
are significantly over represented (34% of the workforce) and Bangladeshi staff

significantly under represented (14.9%). Continued action is needed to recruit,

retain and develop a more representative workforce.
Apprenticeships

There is scope to develop apprenticeships, recruiting from the local community, in
a range of settings within the Directorate. There is a particular need to recruit
young people into a career in home care, day services and other forms of care
provision, as there are a significant number of retirements likely from the existing
workforce over the next few years. Apprenticeships in care services would be
linked to training to NVQ level 2. Apprenticeships can also be developed in
support work with homeless young people and families, and customer liaison roles
in Homeless and Housing Advice Services. As the personalisation agenda
develops in social care, a range of new support roles are likely to develop, for
which entry and training via an apprenticeship route may well be one option. The
Directorate’s target is to create at least 12 new apprenticeships during 2009/10.
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Graduate careers

Graduate career pathways are well established in Occupational Therapy and
Financial Management, linked to recognised post graduate qualifications. The
Directorate will also establish opportunities in strategy development, policy work,
and project management. In the last few years, graduate rather than professional
career pathways have been established in mental health services, and the
personalisation agenda offers the opportunity to extend these into other areas of
social care, as the workforce comes to rely less on traditional forms of professional
qualification. The Directorate will establish at least new 8 graduate entry posts for
local graduates in 2009/10.

Career and management development

Recognising that there are no BME staff in permanent positions at 1%, 2" or 3™ tier
level in the Directorate, we will aim to sponsor at least three staff on the corporate
accelerated management development programme described in paragraphs
above. Also, while there has been a significant flow of qualified Bangladeshi and
Somali social workers into the Directorate over a number of years. However few of
these staff have progressed to front line management posts (Senior Practitioner or
Team Manager). During 2009-10, intensive coaching and mentoring will be offered
to all social workers qualified under the Positive Action programme, to seek to
accelerate progression into management where that is individuals’ chosen path, in
addition to the offer of the support programme described above.
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Chief Executive’s

Table 10: Workforce profile — Chief Executive’s (Percentages)

Mixed Total
Black African Not Heritage / BME
Asian Bangladeshi / Caribbean known Other White  %age
Community profile 7.4 27.3 5.8 0.0 24 57.0 42.9
ETHNICITY
Mixed Total
Black African Not Heritage / BME
Service Area Asian Bangladeshi [ Caribbean known Other White  %age
Assistant Chief
Executive Legal
Services 12.0 14.0 20.0 0.0 0.0 54.0 46.0
Policy Performance and
Delivery 5.8 214 4.9 1.0 1.9 65.0 34.0
(blank) 0.0 18.2 0.0 0.0 0.0 81.8 18.2
7.3 18.9 9.1 0.6 1.2 62.8 36.6
DISABILITY
Service Area No Declined Yes Unknown
Assistant Chief
Executive Legal
Services 96.0 2.0 0.0 2.0
Policy Performance and
Delivery 80.6 5.8 1.9 11.7
(blank) 36.4 36.4 0.0 27.3
82.3 6.7 1.2 9.8

36.6% of employees are from a BME background, with 18.9% from the
Bangladeshi community. This is below the council average. For employees
earning over £40k per year, 25% are from a BME background with 11.6% from the
Bangladeshi community. For ethnicity, the largest gap between community
representation and the workforce is between the white staff and Bangladeshi staff.

For employees with disabilities, we have a low representation at 1.2% with no
employee earning over £40k with a declared disability.

Across the two service areas, there are 43 positions at £40k and above, the
highest proportion for any services. This reflects the strategic nature of the work
undertaken and the legal profession within this part of the council.

Opportunities exist to develop apprenticeships within support roles — particularly
administration. Legal Services have committed to up to three apprentices and will
continue to do so. They also support the development of local graduates and will
examine opportunities to continue to do so as they arise and are appropriate.

The main focus for these service areas will be to identify talent for management
and future director-level appointments.
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Children’s Services

Table 11: Workforce profile — Children’s Services (Percentage)

Mixed Total
Black African Not Heritage / BME
Asian Bangladeshi [/ Caribbean known Other White  %age
Local population 7.4 27.3 5.8 0.0 2.4 57.0 42.9
ETHNICITY
Mixed Total
Black African Not Heritage / BME
Service Area Asian Bangladeshi | Caribbean known Other White  %age
Building Schools for the
Future 0.0 25.0 0.0 0.0 25.0 50.0 50.0
Children's Social Care 9.0 17.8 28.5 1.4 3.6 39.7 58.9
Early Years Children
and Learning 7.5 25.4 10.9 1.7 3.4 51.2 47.2
Resources 1.7 7.0 40.6 2.2 2.2 46.3 51.5
Strategy, Partnership
and Performance 3.2 22.6 21.0 3.2 8.1 41.9 54.8
Young People and
Learning 3.8 6.4 9.7 46 46 70.8 246
Youth and Community
Learning 5.4 34.0 14.7 6.4 29 36.7 57.0
(blank) 0.0 0.0 0.0 0.0 0.0 100.0 0.0
5.0 19.9 21.8 3.6 3.2 46.5 49.9
DISABILITY
Service Area No Declined Yes Unknown
Building Schools for the
Future 100.0 0.0 0.0 0.0
Children's Social Care 73.7 16.7 3.8 5.8
Early Years Children
and Learning 76.1 9.6 3.8 10.5
Resources 61.9 14.0 2.3 21.8
Strategy, Partnership
and Performance 83.9 6.5 6.5 3.2
Young People and
Learning 76.5 5.1 1.8 16.6
Youth and Community
Learning 51.6 15.0 23 311
(blank) 100.0 0.0 0.0 0.0
64.9 12.6 2.7 19.7

With the largest workforce of any directorate, Children’s Services has a high-level
of BME representation across most services. The Bangladeshi representation is

around the council average. 23% of our senior staff (over £40k) are from BME,

8.8% from the Bangladeshi community.

For employees with disabilities, 2.7% of our total workforce has declared a

disability, although a high percentage (19.7%) have no information. At senior

levels (over £40k) we perform well with 5.5% of employees declaring a disability —
meeting the council’s target.

We have identified a number of opportunities to further develop our support for a
workforce that reflects our community. We will work to identify opportunities for the
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employer-led apprenticeship schemes through business and administration as well
as a new scheme within catering services. The latter would be subject to
development and accreditation through the LSC.

We will continue to support the PAS programme for entry into social work and
already have in place a programme for progression into Team Leader and
Manager roles that will benefit from the supOported learning offered to under-
represented groups through this strategy. Within Children’s Services we have 2
participants (from the 49 employed within social work across the council) already at
PO4 and above. Working with AHWB we will support the further development of
this scheme into management roles.

We have agreed targets for management development, future directors and
graduate careers across the range of careers. We are mindful that, given the
sensitive nature of some of the service we provider — particularly to vulnerable
groups — it is not always practical to have in-experienced people learning on the
job. We will work with corporate colleagues to develop graduate careers that can
gain experience in such positions that will be supernumerary to the establishment
— this will be funded through the ABG agreed as part of the 2009/10 budget.
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Communities, Localities & Culture

Table 12: Workforce profile (percentages)

Mixed Total
Black African Not Heritage / BME
Asian Bangladeshi [/ Caribbean known Other White %age
Community
profile > 7.4 27.3 5.8 0.0 24 57.0 42.9
ETHNICITY
Mixed Total
Black African Not Heritage / BME
Service Area Asian Bangladeshi | Caribbean known Other White  %age
Community
Safety 3.8 20.0 23.8 16.3 3.8 325 51.3
Cultural
Services 5.4 30.0 10.8 0.3 2.4 51.2 485
Directorate
Finance 0.0 6.3 25.0 0.0 0.0 68.8 31.3
Environmental
Control 5.8 16.0 214 0.8 21 53.9 453
Public Realm 5.0 8.9 12.1 0.4 1.1 72.7 27.0
Strategy &
Programmes 14.3 14.3 0.0 0.0 0.0 71.4 28.6
Tower Hamlets
Partnership 10.0 35.0 15.0 10.0 0.0 30.0 60.0
0.0 16.7 0.0 0.0 0.0 83.3 16.7
Total 5.3 18.8 15.1 2.0 1.9 56.9 411
DISABILITY No Declined Yes Unknown
Community
Safety 72.5 2.5 3.8 21.3
Cultural
Services 83.5 10.1 47 1.7
Directorate
Finance 87.5 6.3 0.0 6.3
Environmental
Control 83.1 7.8 6.2 29
Public Realm 78.4 16.7 46 0.4
Strategy &
Programmes 100.0 0.0 0.0 0.0
Tower Hamlets
Partnership 90.0 0.0 0.0 10.0
(blank) 83.3 0.0 0.0 16.7
Total | 81.3 10.4 4.7 3.6

The directorate employs 41.1% from BME backgrounds, this is broadly in line with
the representation within the community, although there is under-representation
from the Bangladeshi community at all levels with only 5% representation at £40k

and above.

Representation of disabled employees is also low.

The directorate has many opportunities both at entry level and for career

development given the wide-ranging nature of positions available.
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For apprenticeships, opportunities are presented within the IDEA Stores for
customer service, administration and support roles. Additionally, horticulture and
landscaping apprenticeships are supported through the local college. We have
identified a placement within this team. We are investigating other opportunities
for apprenticeship placements within sports development, mindful of the potential
for the Olympics. Additionally, we will seek to influence our major partners in
waste management and horticultural contracts to employee apprentices across
their contracts for the council.

For graduates, our focus will be on where there are national skills shortages and a
high use of agency staff to cover technical posts. We are examining routes into
environmental health, trading standards as well as positions for management
within IDEA stores. Additionally transport and highways offer opportunities —
although these programmes may take longer to develop as we may have to source
graduates with an engineering background.

As a major contracting directorate, we are also committed to establishing and
reporting on the workforce representation of our major contractors. Through
contract monitoring and negotiation we will look to influence and identify
opportunities for our local community within the major contracts we manage.
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Development & Renewal

Table 13: Workforce profile — Development & Renewal (percentages)

Black Mixed Total
African / Not Heritage / BME
Asian Bangladeshi  Caribbean known Other White  %age
Local population | 7.4 27.3 5.8 0.0 2.4 57.0 42.9
ETHNICITY
Black Mixed Total
African / Not Heritage / BME
Service Area Asian Bangladeshi  Caribbean known Other White  %age
Asset Strat, Capital
Del., Property Svs 0.0 12.5 25.0 0.0 6.3 56.3 43.8
Development
Decisions 13.7 2.0 9.8 2.0 0.0 72.5 255
Major Project
Development 6.5 8.7 10.9 0.0 6.5 67.4 32.6
Resources 13.5 10.8 21.6 0.0 8.1 45.9 54.1
Strategy,
Regeneration &
Sustainability 11.8 26.5 5.9 1.5 4.4 50.0 48.5
(blank) 0.0 0.0 20.0 20.0 0.0 60.0 20.0
10.3 13.0 12.1 1.3 4.5 58.7 39.9
DISABILITY
Service Area No Declined Yes Unknown
Asset Strat, Capital
Del., Property Svs 50.0 43.8 0.0 6.3
Development
Decisions 90.2 5.9 3.9 0.0
Major Project
Development 84.8 6.5 4.3 4.3
Resources 75.7 5.4 0.0 18.9
Strategy,
Regeneration &
Sustainability 77.9 8.8 1.5 11.8
(blank) 40.0 40.0 0.0 20.0
78.9 10.3 2.2 8.5

The Development & Renewal Directorate has 39.9% BME representation, with a
low representation of Banlgadeshis at 13% of the workforce. At £40k plus levels,
there is 21% BME representation and only 2% Bangladeshi.

At 2.2% of the employees, people with disabilities are under-represented, although
there is an improvement at the £40k plus levels with 3.9% representation.

The workforce is generally highly skilled and technically trained.
The Director has recently taken up his post and has requested that he reviews his

overall workforce and direction before setting out clear proposals, although he
states his total commitment to the strategy.
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Resources

Table 14: Workforce profile — Resources (percentages)

Mixed Total
Black African Not Heritage / BME
Asian Bangladeshi / Caribbean known Other White  %age
Working population 7.4 27.3 5.8 0.0 2.4 57.0 42.9
ETHNICITY
Mixed Total
Black African Not Heritage / BME
Service Area Asian Bangladeshi [ Caribbean known Other White  %age
Corporate Finance 6.5 32.3 12.9 0.0 0.0 48.4 51.6
Customer Access 5.4 19.1 20.5 1.9 3.5 49.6 48.5
Human Resources 6.7 38.0 11.1 1.0 1.9 41.3 57.7
Information
Communication
Technology 17.3 13.6 23.5 25 25 40.7 56.8
Procurement 14.3 71 21.4 71 0.0 50.0 42.9
Property & Facilities
Management 0.0 0.0 0.0 0.0 0.0 100.0 0.0
Revenue Services 7.4 14.8 10.2 0.9 46 62.0 37.0
Risk Management 10.5 15.8 10.5 0.0 5.3 57.9 421
(blank) 0.0 0.0 0.0 0.0 0.0 100.0 0.0
7.4 22.8 16.5 1.6 3.0 48.8 49.6
DISABILITY
Service Area No Declined Yes Unknown
Corporate Finance 67.7 6.5 6.5 19.4
Customer Access 74.4 16.2 4.0 5.4
Human Resources 74.5 3.8 5.8 15.9
Information
Communication
Technology 84.0 8.6 3.7 3.7
Procurement 78.6 7.1 0.0 14.3
Property & Facilities
Management 100.0 0.0 0.0 0.0
Revenue Services 89.8 2.8 6.5 0.9
Risk Management 78.9 10.5 0.0 10.5
(blank) 75.0 0.0 0.0 25.0
77.3 9.9 4.7 8.1

The BME representation within the Directorate is 49.6%, above the council
average, although there is variance between service areas. At £40k plus, there is
25% representation of BME staff and 2.7% Bangladeshi representation.

For disabled representation, the directorate is close to target at 4.7% although this
does not translate in to senior positions above £40k at 1.7% of the workforce.

This directorate has a wide range of front-line, back office, technical and senior
positions. Within the professions, opportunities for entry-level (both
apprenticeships and graduate) within finance and human resources. Additionally
opportunities for developing careers within ICT and facilities can be further
explored.
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