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Foreword by OME’s Director
The Office of Manpower Economics (OME’s) main function is to support the work of the public sector Pay Review Bodies (PRBs) and the Police Boards.  As I noted last year, this means that OME’s ultimate outputs are reflected mainly in the reports published by the bodies for which it is the Secretariat.  This report is intended to provide an account of our use of public funds in support of this work.  Since we are a secretariat, the report inevitably deals mainly with activity and process.  However OME staff  understand that these are a means to an end, and we are firmly focussed on outcomes for the taxpayer, our bodies, our sponsor Departments and the public sector workers whose remuneration is the subject of our work.

2012-13 was another busy and challenging year for OME, during which it sought to help the PRBs continue to operate effectively within the constraints of the Government’s public sector pay policy.  In addition to completing the annual pay round for each of our supported bodies, we carried out four supplementary reviews on the scope for more local, market facing pay.    We also completed a project to scope the set up of a new PRB, for the National Crime Agency (and in due course, the Police).  OME staff can take pride in the way in which they responded to these demands, enabling the PRBs to produce quality reports within the deadline set.

OME remains a great place to work.  This is shown by OME staff recording by far the most positive results of any organisation covered by the BIS Staff Survey, well above the Civil Service average for most questions, and by the high number of staff volunteering for a series of internal projects aimed at improving the way we work, and therefore our efficiency, effectiveness and value for money.   One of these projects resulted in an updated set of OME values, now phrased in a way which we feel better reflects the way we go about out business.  These are set out in Annex F.
I hope this report provides a good insight into the work we do to support public sector pay setting; that we are advising on the pay and terms and conditions of approximately two and a half million workers, representing public expenditure of around £100 billion p.a. gives some indication of the importance of the issues.

Geoff Dart

Director, OME

January  2014
	 The Pay Review Bodies

The Office of Manpower Economics (OME) provides an independent secretariat for each of the six Public Sector Pay Review Bodies (PRBs), as well as the Police Negotiating Board and the Police Advisory Board for England and Wales.  The independent Pay Review Bodies advise the Prime Minister, relevant Secretaries of State and the Devolved Administrations on remuneration matters referred to them, including annual recommendations about pay levels.  
Although the PRBs operate independently of each other, their procedures are broadly similar. During the autumn, each body receives written and oral evidence from both the Government and representative organisations about pay issues for the relevant workgroups. Other interested parties may also submit evidence. The PRBs weigh the evidence and their own independent research to formulate recommendations on the remuneration of their remit groups. They submit their recommendations to the Prime Minister and Secretaries of State, and where appropriate to the devolved administrations, early in each new year. 
In addition to the annual pay round, the PRBs are often asked to look at other issues affecting the pay and other terms and conditions of their respective workforces.  
The work undertaken by each PRB is set out fully in their published Reports.  These are available on the OME pages of GOV.UK, and are therefore summarised rather than reported in detail here. 



	The Office of Manpower Economics

The OME is an independent non-statutory public body, free from Government direction in terms of its policy and operational activities. The staff is drawn  mainly from the Department for Business Innovation and Skills (BIS), the Government Statistical Service,  and the Government Economic Service. Its Director is responsible to the BIS Accounting Officer for resource and staff issues.

The aim of the OME in 2012/13 was:

 “Through the quality, timeliness, efficiency and rigour of its work, to support the Pay Review Bodies in offering evidence based independent advice on public sector pay and conditions, in accordance with their terms of reference, and in making a positive contribution to public sector reform and delivery.  Similarly, to support the Police Negotiating Board and the Police Advisory Board for England and Wales in the activities defined by their constitutions”.  

It sought to do this by:
· obtaining timely, high quality evidence and providing research, analysis and advice to inform PRB decisions and to underpin their recommendations;
· enabling the PRBs to deliver their reports to the timetable and process required and in accordance with their individual terms of reference and remits, in particular through providing high quality secretariat services and through managing relationships with all parties to the process;
· developing OME’s capacity and capabilities, in particular through implementing the Civil Service Competencies and by meeting Investors in People and BIS  Government Economic Service (GES) and Government Statistical Service (GSS) standards for managing and developing people;
· managing OME resources effectively with particular emphasis on flexible ways of working,  and project management.
The OME provides the PRBs and Police Boards with access to a range of independent expertise in economics, statistics, pay and labour market issues as well as policy, networking and high level secretariat skills.  It also has a small Management Support Unit, responsible for the management, finance, human resources and other services required to support OME’s operations.  

Details of staffing and of the organisational structure are given at Annex B.   


Chapter 1: The Work of the OME Teams in 2012/13
Overview
1.1 Following the General Election in June 2010 the incoming coalition government announced a two year pay freeze for public sector workers earning over £21,000 per annum. Those earning less than that figure were to receive an uplift of at least £250. Similar approaches were also adopted by the Devolved Administrations. The pay freeze has been followed by a period of severe pay restraint, under which Government has restricted pay rises to an average of 1%.  Pay rounds since 2010 have therefore taken place within the context of a policy of public sector pay restraint which has placed restrictions on the ability of the PRBs to make recommendations on pay.

1.2 Although the timetable for each PRB differed,  their secretariats’ work in support  of their work fell into four broad phases in each case:

· Information gathering based on an extensive visit programmes, commissioning research and survey work, and informal discussions with the parties about the outcome of the last round and likely points for the future;  

· Preparing briefing and technical papers to assist the PRBs in their consideration of the remits from Government and written evidence and responses from both the Government and the other parties; 
· Arranging and supporting oral hearings with the major parties; and

· Drafting the reports following the evidence sessions.  This involves a considerable amount of background briefing and clearance of technical detail.

1.3
In the course of 2012/13 the secretariats helped the PRBs to produce eleven  reports. To support this work, OME produced over 500 papers including summaries and analysis of the evidence, reports on issues raised on visits, statistical and economic briefing, updates on pay and labour market issues and possible options to be considered.  Visits were arranged to enable PRBs members to meet the staff and managers affected by their recommendations and to discuss the key issues with them. The following paragraphs set out the main recommendations made.    A more detailed breakdown of key activities for each Review Body is at Annex C. 

Armed Forces’ Pay  Review Body Secretariat

1.4
AFPRB submitted its 42nd Report on 31 January 2013. The Government accepted its recommendations in two stages, and the report was published on 14 March 2013.  The Report recommended:

· An increase of 1% in base pay;

· A  0.5 percentage point increase in X-Factor from 14% to 14.5%. (Which was implemented one month after the other recommendations on  1 May 2013);
· An increase of 1% in Specialist Pay, Compensatory Allowances and Reserves’ Bounties; 


· Targeted pay measures including a merger of the Chaplains CF1 and PC pay scales, a Financial Retention Incentive for Weapons Engineering Submariners and a new Commitment Bonus for Direct Entrant Territorial Army Junior Officer and Ex-Regulars
· A 3.7% increase to grade 1 for charge Service Family Accommodation and Single Living Accommodation rental charges in line with the rental component of RPI, and increases of 2.5% to grade 2, 1.2% for grade 3 and zero to grade 4.

· A Daily Food Charge of £4.43 (a decrease of 3 pence, or 0.7 per cent). 

1.5
AFPRB also produced its normal supplementary report on Service Medical and Dental Officers’ pay which was submitted to Government on 22 March 2013.  An overall recommendation of 1% was accepted by the Government on 20 May 2013. 

Review Body on Doctors’ and Dentists’ Remuneration Secretariat

1.6   The Secretariat supported the production of DDRB’s  41st Report 2013 which was submitted to Ministers in February 2013, and published in March 2013.  Reflecting the different public sector pay policies across the four countries of the United Kingdom, the report’s recommendations applied to all salaried doctors and dentists, all independent contractor general medical practitioners, but independent contractor general dental practitioners in Scotland only.  The central recommendations in the report were for a base increase of 1 per cent to the national salary scales for salaried doctors and dentists, and an increase in net income of 1 per cent for independent contractor general medical and dental practitioners.  The recommendations on salaried doctors and dentists were accepted by all four governments.  For general medical practitioners the central recommendation of a 1 per cent uplift in net income was accepted, although the four countries differed in how they translated this into an uplift in gross income.  For general dental practitioners, the Scottish Government advised the PRB that it had agreed with the British Dental Association an increase for the period 2011-12 to 2013-14 which included consideration of the DDRB recommendations for these three years.
Prison Service Pay Review Body Secretariat

1.7   PSPRB submitted three Reports during 2012/13:  
· The Prison Service Pay Review Body Report on Local Pay England and Wales 2012, was submitted in July 2012 and accepted by the Government in December 2012.  The report contained a single recommendation, that the reforms set out in the Prison Service’s new collective agreement on pay and grading, known as Fair and Sustainable should be implemented in full before consideration of any additional local pay flexibilities.  Fair and Sustainable contains a new classification of establishments into three bands for Inner London, Outer London and National for pay purposes, replacing the previous system of pay supplements for certain establishments.

· PSPRB’s 12th Report on England and Wales  was submitted in February and accepted by Government in March 2013.  There were 16 recommendations in total.  These included six recommendations relating to pay and pay structures.  PSPRB supported various proposals to amend the Fair and Sustainable structure which provides for performance-related, non-contractual progression, but also proposed a non-consolidated payment of £250 to staff who have declined to join the new pay structure and are at the top of their old pay scales.  Further recommendations asked the parties to provide more information or to work together to try to resolve various issues raised in evidence.
1.8
PSPRB’s 9th Report on Northern Ireland was  submitted in March  2013 and accepted by the Minister of Justice, Northern Ireland in May 2013.  The main recommendations were:
· All staff in open grades on 1 April 2013 to receive a 1 per cent consolidated increase.  
· Staff in the closed grades on 1 April 2013 who are at the maximum of scales on 31 March 2013 or on single pay points to receive a non-consolidated, non-pensionable payment of 1 per cent.  

· The parties to plan and pilot a staff survey and present the results next year.

School Teachers’ Review Body Secretariat

1.9
  On 21 February, the Secretary of State for Education referred the following matters to STRB, to report by 28 September 2012:

· How the pay framework for teachers should best be made more market facing in local areas.  
· How the pay scales including the main upper scales should be reformed to more effectively link pay and performance, including arrangements for progression.
· What other reforms should be made to teachers’ pay and conditions in order to raise the status of the profession and best support the recruitment and retention of high quality teachers in all schools.

· The deadline for this report was subsequently extended to 25 October following delays in the submission of Government evidence.

1.10
In its report, the STRB made recommendations for greater autonomy for schools to set teachers’ pay within a broad national pay framework that retained the four geographic pay bands.  It also recommended:

· Replacement of increments based on length of service by differentiated progression through the main scale

· Extension to all teachers of pay and progression linked to annual appraisal; abolition of mandatory pay points within the pay scales for classroom teachers to enable individual pay decisions, with retention of points for reference only in the main scale.

· Local flexibility for schools to create posts paying salaries above the upper pay scale to enable the very best teachers to remain in the classroom and lead the improvement of teaching skills.

· More discretion for schools in the use of allowances for recruitment and retention and freedom to pay fixed-term responsibility allowances of up to £2,500 a year for time-limited projects.

· A simplified School Teachers’ Pay and Conditions Document.

The Government accepted all the main recommendations and published the report in December 2012. 
1.11
In January 2013 the Secretary of State gave the Review Body a remit to consider and make recommendations on an average 1% pay  award for teachers and school leaders, to report  by the end of May 2013.
 NHS Pay Review Body Secretariat

1.12
The secretariat supported NHSPRB in delivering two main reports: the Market-Facing Pay Report 2012; and the 27th Report 2013. 

1.13   NHSPRB’s Market-Facing Pay Report was submitted on 4 July 2012 and its recommendations accepted in full by the UK Government on 5 December 2012. In summary, NHSPRB’s conclusions and recommendations (applying to England only) were that Agenda for Change (AfC) was the appropriate vehicle through which to develop market-facing pay and, specifically, there should be a fundamental review of high cost area supplements, appropriate use of local recruitment and retention premia, and regular review of AfC. NHSPRB also recommended that NHS Trusts should have transparent pay and reward policies which clearly stated their approach to the use of AfC flexibilities.

1.14
NHSPRB’s 27th Report was submitted on 14 February 2013 with the conclusions and recommendations accepted by the UK Government on 13 March 2013 as follows:

· A 1% increase to all AfC pay points and a 1% increase to the high cost area supplement minima and maxima from 1 April 2013; and 
· Key messages on the priority actions for the NHS so that the AfC framework could play its full part in supporting the significant changes underway including delivering transformational change to achieve efficiency savings, developing comprehensive staff engagement strategies, the evolution of an effective AfC framework and providing unrestricted pay remits.
1.15
The Scottish Government varied the remit for NHSPRB’s 27th Report seeking to target the lower paid and freeze the pay AfC staff earning over £80,000.  NHSPRB concluded that there was no direct labour market evidence to support this approach and therefore the pay recommendation should apply on a consistent basis across the UK.  The Scottish Government accepted the recommendation on 13 March 2013 but supplemented the 1% pay increase for AfC staff earning under £21,000 with a non-consolidated payment to raise earnings by a total of £250.

Senior Salaries Review Body Secretariat
1.16
SSRB’s work focused on two main areas:
·  the completion of a review on how to make the pay of some NHS Very Senior Managers (VSMs) in Special Health Authorities and Department of Health Executive Non-Departmental Public Bodies more market-facing in local areas; 
· the production of the main 2013-14 annual report for SSRB’s remit groups: the senior civil service (SCS), the judiciary, the senior military and VSMs.
1.17
 The main recommendations in the Report on Locality Pay for NHS Very Senior Managers, submitted in July, were:


· no additional locality pay measures should be added to the new NHS very senior managers’ pay framework since it already had sufficient flexibility, and the market for senior managers was largely national.
· the Department of Health should  collect and provide to SSRB information on the recruitment, retention and motivation of NHS very senior managers;

· all NHS very senior managers should be assimilated into and paid according to the new pay framework, on the basis of job weight, once the current NHS reforms have been fully implemented.

In its main report, submitted in February 2013 SSRB recommended:
· a uniform increase equivalent to one per cent of base pay for all members of SSRB’s remit groups (apart from those in the bottom 10 per cent of the SCS performance distribution);

· that the Government examine the revision of the SCS pay system in Northern Ireland with a view to introducing similar changes in Great Britain by April 2016;

· that the Government address all the outstanding recommendations from the 2011 major review of the judicial salary structure by 2015;

· the Department of Health phase in the assimilation of all VSMs in the SSRB remit group onto the new VSM pay framework over a three year period from April 2013;

· that the performance pay system for VSMs be suspended and revised and this year’s money for performance used to start to eliminate unjustified differences in pay between VSMs on different pay frameworks.
1.18   In respect of the report on Locality Pay for NHS Very Senior Managers, the Government  announced in December 2012 that it accepted the first two of SSRB’s three recommendations but rejected the third (on assimilating all NHS very senior managers on to the new VSM pay framework).

1.19   In March 2013, the Government accepted six of the SSRB’s main report 14 recommendations, including all those for the senior military and those recommending a uniform one per cent pay increase for the judiciary and VSMs.  However, the Government rejected a uniform one per cent pay increase for the SCS and only partially accepted SSRB’s other three recommendations on the SCS.  The Government noted the recommendations on the judiciary and the 2011 major review, but said that it continued to be constrained by the period of pay restraint.
Police Negotiating Board Secretariat

1.20
The Police Negotiating Board (PNB) covers the police services in all parts of the United Kingdom and is a negotiating rather than a review body.  OME provides both the independent secretariat, which supports the Independent Chair and Deputy Independent Chair, and administrative support for meetings which are mostly held in OME’s offices.
Police Advisory Board for England and Wales

1.21   The Police Advisory Board (PABEW) advises the Home Secretary on general questions affecting the police in England and Wales. It works in parallel with the PNB, dealing with issues that fall outside the PNB remit, but which affect the working lives of police officers. The Board shares a secretariat with the PNB and has a number of members in common, including the Independent Chair and Deputy Chair.

1.22
In 2012-13, OME arranged and supported 63 meetings of PNB and PABEW.
Research and Analysis Group

1.23
Members of the Research and Analysis Group (RAG) continued to provide advice and analysis to Review Bodies and their secretariats on the economy, the labour market and pay.  As required, the Group contributed to external research projects commissioned on behalf of individual Review Bodies, as well as commissioning research of relevance across the Review Bodies and to OME as a whole.  Research projects commissioned by the Office during the year are set out in Annex D.  Where possible, research findings are published on the OME website; (now housed on GOV.UK; older reports can be found at the National Archives site).

1.24
In carrying out its work, RAG is also to draw on the expertise and knowledge of the economist members of the PRB.  RAG members undertook in-house analysis to help support other OME teams and updated the OME Guide to Commissioning Research to ensure procurement on behalf of the Review Bodies complies with best practice and offers good value for money.  Members of the Group also contributed to corporate initiatives such as updating the OME organisational values and improving the OME web presence.
1.25
RAG helped to increase the knowledge and skills of OME staff in specialist areas by organising a range of presentations and seminars, some involving external speakers.  Members of the Group also keep in touch with external developments relevant to OME’s work on pay, via professional networks within and outside Government, and in other ways.

RB Appointments

1.26
During the course of the year, a dozen new Members joined the PRBs.  A new chair was recruited for DDRB.  OME supported the recruitment exercises (led by relevant Departments) and the Director took part in all the resulting interviews.  Induction programmes were again organised for new Members by OME secretariats.
1.27
There was also a small number of re-appointments of existing members for a further term.  These involved OME advice to Departments.
Chapter 2: Managing the OME

Efficiency
2.1
OME’s  net budget for 2012/13 was £2,550,000. In the light of the Government’s continuing policy of public sector pay restraint, OME decided to reduce its normal research programme.  This, together with the impact of a range of efficiency measures, led to a planned budget under spend.  This allowed us to return £250,000, or 10% of the budget to BIS. 
2.2
OME continues to look for further efficiency gains, for example from:

· sharing back office costs with the Low Pay Commission, with which OME is co-located.
· making increased use of in-house and on the job training.
· keeping staff numbers and workload under consistent review.
· promoting flexible and innovative ways of working.

· bearing down on costs, eg of publications and travel and photocopying

· the BIS shared services programme.

· rigorous assessment of business cases and effective procurement practice for research spending.
Staff

2.3
OME ended the year with 27 staff (full time equivalent of 26.4). (Annex B gives details).  There were no changes to OME’s senior management team during the year.
Training and development
2.4
OME‘s training and  development activities focused on:
· promoting best practice across teams to ensure we offer the best possible support to PRBs. 

· developing individuals to improve their performance and enable them to operate flexibly across OME.
· encouraging individuals to develop key professional skills for the relevant Government competences.

2.5
Our approach includes a range of tools, including coaching, mentoring, short term attachments and shadowing, as well as formal training courses. During 2012/13 a significant proportion of our training spend was again devoted to increasing knowledge through attending specialist conferences and acquiring specific skills.
Staff Engagement

2.6
The annual staff survey showed OME’s engagement index at 71%. This was 19 points higher than the average for our parent Department, BIS, and compared favourably with the highest scoring units in the Civil Service.
Working with the Department for Business Innovation and Skills (BIS)
2.7
Whilst maintaining its policy and operational independence, OME has continued to have a close working relationship with BIS on staff and logistical issues. In 2012/13 OME worked with the Department in a number of ways, including:

· OME participated and contributed to the upcoming transition of HR and finance services to the new UK shared services hub.
· participation in the BIS staff survey.
· participation  in BIS professional networks for Economists and Statisticians.

· participation in many BIS staff events and BIS training programmes, including learning and development network meetings. 
2.8
BIS continues to provide our IT, accommodation, HR and Finance services.
December 2013

















ANNEX A

REVIEW BODIES SUPPORTED BY THE OME 

	Review Body 
	Status
	Sponsoring Department
	Remit Group
	Consultees
	No of personnel within Remit Group (000s)
	Annual

Paybill
	National coverage

	Armed Forces’ Pay Review Body
	Non Statutory
	Ministry of Defence
	Members of the Armed Forces up to and including the rank of Brigadier (one star) and equivalents 
	MOD, Reserve Forces’ and Cadets’ Association, Service Families’ Federations, BMA and BDA.
	176.7
	£8.4 billion
	United Kingdom

	Review Body on Doctors’ and Dentists’ Remun-eration
	Non Statutory
	Department of Health
	Hospital doctors and dentists; general medical practitioners; ophthalmic medical practitioners; general dental practitioners; and doctors and dentists in public health, community health, and salaried primary dental care services
	Department of Health, Welsh Assembly Government, Scottish Executive Health Department, Department of Health, Social Services and Public Safety in Northern Ireland, NHS Employers, British Medical Association, British Dental Association, Dental Practitioners Association, Advisory Committee on Clinical Excellence Awards, Scottish Advisory Committee on Distinction Awards and the Northern Ireland Clinical Excellence Awards Committee.
	205.7 (headcount including GMPs & GDPs)

165.5 (FTE) 
	£17.7

billion


	United Kingdom

	NHS Pay Review Body
	Non Statutory
	Department of Health
	All staff employed in the NHS, and paid under Agenda for Change (AfC). This covers all NHS staff, with the exception of doctors, dentists and very senior managers.


	Department of Health (DH), England; Department of Health, Social Services and Children (DHSSC), Wales; Department of Health, Social Services and Public Safety (DHSSPS), Northern Ireland; Scottish Government Health and Social Care Directorates (SGHSCD); NHS Employers; Northern Ireland Public Service Alliance (NIPSA); the Joint Staff Side and its individual staff bodies, which are: British Association of Occupational Therapists; British Dietetic Association; British Orthotic Society; Chartered Society of Physiotherapists; Community and District Nursing Association; Federation of Clinical Scientists; GMB; Royal College of Midwives; Royal College of Nursing; Society of Chiropodists and Podiatrists; Society of Radiographers; Union of Construction, Allied Trades and Technicians; Unison; and Unite.
	1,358
 (headcount)

1,168 (FTE)
	£42.3

billion 
	United Kingdom

	Prison Service Pay Review Body
	Statutory
	Ministry of Justice (England and Wales) 

Department of Justice (Northern Ireland)


	Governing governors, other operational managers, prison officers and operational support grades in the England and Wales Prison Service; 

Governor, officer and support grades (and equivalents) in the Northern Ireland Prison Service.
	National Offender Management Service (NOMS), POA, Prison Governors Association (PGA)and  Public and Commercial Services Union (PCS)

Northern  Ireland  Prison Service (NIPS), POA and PGA
	30.3 headcount  
(England and Wales)

 27.4 (FTE)

1.5 FTE (Northern Ireland)
	£1.05 billion (England and Wales )

£68 million

(Northern

Ireland)


	England and Wales

Northern

Ireland

	School Teachers’ Review Body
	Statutory
	Department for Education, (DfE)
	Teachers, including head teachers in maintained schools and services in England and Wales


	Department for Education, the Welsh Government. Association of local authorities:  National Employers’ Organisation for School Teachers (NEOST).

Organisations representing teachers: 

 Association of School and College Leaders (ASCL), Association of Teachers and Lecturers (ATL), British Association of Teachers of the Deaf (BATOD), National Association of Head Teachers (NAHT), 

National Association of Schoolmasters Union of Women Teachers (NASUWT), National Union of Teachers (NUT), Voice, 


	529.2 (headcount)

466.9 (FTE)


	£22 billion
	England and Wales

	Senior Salaries Review Body
	Non Statutory
	Cabinet Office,

Ministry of Justice, the Ministry of Defence & Department of Health
	Senior Civil Servants, the 

Judiciary, Senior 

Military Officers and certain Very Senior Managers in the NHS.
	Cabinet Office, Ministry of Justice, Ministry of Defence, Department of Health, Civil Service Commission, FDA, Prospect, Managers in Partnership, NHS Employers, Lord Chief Justice, Lord President of the Court of Session (Scotland), Lord Chief Justice of Northern Ireland, Judicial Appointments Commission (England and Wales), Judicial Appointments Board for Scotland and Northern Ireland Judicial Appointments Commission, members of the remit groups
	VSMs 0.05
Senior military 0.13
SCS 3.6

(All headcount)


	 Judiciary  £391 million. VSMs N/A Senior Military £24 million. SCS £388 million
	Judiciary and senior military:  UK;

SCS: GB; VSMs; England


POLICE BOARDS SUPPORTED BY OME

	Police Board
	Status
	Sponsoring Department
	Remit Group
	Consultees
	No of personnel within Remit Group 000s
	Annual Paybill
	National Coverage

	Police Advisory Board for England & Wales
	Statutory
	Home Office
	All ranks in police forces in England and Wales.
	Police Authorities, Chief Officers, Police Staff Associations, HM Inspectorate of Constabulary, Home Office.
	N/A
	N/A
	England & Wales

	Police Negotiating Board
	Statutory
	Home Office
	All ranks in Home Departments’ police forces in the UK.
	Representatives from UK police authorities, ACPO & ACPOS, Home Office, Scottish Executive and Northern Ireland Office, APA, COSLA, Police Federation, CPOSA and the Superintendents Associations 
	156.8

(headcount)

154.1 (FTE)
	£8.4 billion
	United Kingdom


Notes: 
1.   The figures above are OME estimates made in November 2013.  They give a general indication of orders of magnitude but have not been compiled on a wholly consistent basis due to the nature of the data sources.

2.   DDRB figures include GMPs and GDPs as well as salaried staff. 









ANNEX B


OME STAFF RESOURCES 2012/13
Table 1

OME Staffing Headcount
	Range
	As at 1 April 2012
	As at 31 March 2013

	SCS
	4
	4

	Grade  6
	1
	1

	Grade 7 
	9
	9

	SEO
	0
	0

	HEO
	9
	8

	EO
	1
	1

	AO
	4
	4

	TOTAL
	28
	27


Table 2

OME Staffing Full Time Equivalent

	Range
	As at 1 April 2012
	As at 31 March 2013

	SCS
	3.8
	3.8

	Grade 6
	1
	1

	Grade 7
	9
	9

	SEO
	0
	0

	HEO
	8.6
	7.6

	EO
	1
	1

	AO
	4
	4

	TOTAL
	27.4
	26.4


Chart 1
                     


                          OME Organisational Chart as at 31 March 2013
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• We produce accurate, high-quality work
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OME values and behaviours

• We are balanced and objective

• We are sensitive to the concerns of our 
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work/life balance
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others
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professional, 
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evidence-based
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provide timely, high-quality evidence
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ANNEX C
Review Body Secretariat Work Volumes 2012/13



Papers
Visits
Meetings
Reports
AFPRB
78
21
23

2

DDRB
92
4                 10                  1

NHSPRB
123
10
19

2

PSPRB
62
12
17

3

STRB
177
 7
33

1

SSRB
71
 6
17

2

____
__
__

__   


503
60
119

11

ANNEX D

	OME managed research, projects and surveys commenced or underway 1 April 2012 - 31 March 2013

	
	
	
	
	

	Research title
	Pay Body
	Start date
	End date
	Purpose

	Pay progression case studies
	OME
	January-12
	May-12
	To enhance Review Bodies' understanding of how pay progression operates. How organisations have sought to reform their pay progression and the alternative systems now in use. To provide a detailed picture on the operation of a range of alternative pay progression systems and an overview of the strengths and weaknesses of these.

	Local pay case studies
	OME
	February-12
	June-12
	To provide Review Bodies (those asked by the Government to consider how to make the pay of some of their remit groups more market facing in local areas) with an up-to-date picture on how large private employers vary pay by location.



	Discrimination Law and Pay Systems
	OME
	November-12
	March-13
	To increase Review Body members’ understanding of how recent developments in discrimination case law might affect public sector pay structures and pay determination.

	X-factor review
	AFPRB
	July-12
	October-12
	To assess the relative advantages and disadvantages of working in the forces rather than the civilian sector, examining any changes since 2006.

	2010-11 PNB Census of Earnings, Hours & Length of Service1
	PNB
	September-12
	March-13
	To inform PNB deliberations on pay and related issues.

	School Leadership comparator
	STRB
	January-13
	May-13
	To secure up to date information on the requirements of, and reward arrangements for, suitable  comparators for  school leaders.



1. Funded entirely by  the Official and Staff Sides of the Police Negotiating Board.
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Information Released Under the Freedom of Information Act 2000

In 2012/13, OME received a small number of  requests for the release of information under the FOI Act.  Details can be found on the GOV.UK website pages for OME.
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