








4. We understand that th

any agreement or arrangements” includes any such
and whether legally binding or not.

e Council reserves the right to negotiate and is not bound to

accept'the lowest or any Tender and that if circumstance necessitates the Council,
subject to the agreement of the other party, may accept such proportion(s) of any
Tender as it may see fit to select and there shall be no adjustment in price for part

acceptance.

6. We agree to observe all relevant race relations legislation including the 1976 Race
Relations Act and 1983 Commission for Racial Equality’s Code of Practice for

Employment.

7. We understand that th

& information contained in the Tender Documents is STRICTLY

CONFIDENTIAL and undertake not to divulge any of the information contained

therein to third parties

other than is absolutely essential for tendering purposes or to

perform our obligations under any contractual arrangements with the Council.

8. We agree that the insertions by us of any Conditions qualifying the Tender or any
unauthorised alteration to any of the Tender Documents and may cause the Tender

to be rejected.

9. .We agree that subject to the

-~ - - -80Ceptance for:a perio

d of 26 weeks from the ‘Tender Return By’ date.

10. The Total Tender Sum’ (brought forward from tender summary), inclusive of ajl

charges, but exclusive

£ £62.558,190
thousand, one hundred and

Of VAT.

in words: Sixtv—tWo million, five hundred and fifty eight
ninety pounds for the three vear contract

terms contained herein, our Tender will remain.open-foF -~ -

Company Name: Hays Specialist Recruitment

Address: 37 Sun Street

London, EC2M 2PL

Telephone Number: 020 7523 3630 Fax Number: 020 7523 3789

Print Name(s):

Position(s) in Company:

(1) _Paul Mallinson

(2)._Adrian Slater

(1)_Managing Director, Hays Resource Management
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(2)_Managing Director, Hays Public Services

Signature(s): (1)
@)
Dated this 16th day of September 2005

o
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Form of Tender - Pricing

Public Sector Bodi

: of Rates with Optional Requirements.

Please note: The Serv
Ll the Public Sector Body

ice Optional Requirement b

when participating in the Contract.
S year term contract with option to extend for one

The council requires bids of two

Separate figures for evaluative
purposes.

1. Temporary Staff

P R
- N -
{ .

NS b i
b : . bl a
ot ' “

2

¥

The Council is looking to share the savings achieved.
Figure B should be stated as the percentage of these savings,
(this % must include the effect of annual

~-contract winner has tendered io Tetain, The

savings at this stage
will be the difference between 18% and the figure that you bid for
- |-Figure A,

Please note that Figure B may be expressed as a different figure
for each financial year.

The average spend of the Council on temporary agency staff in
2004-05 was £20M.

EQUATION

I — .
(pre-contract rate - new contract rate)
18% - figure A % = Savings %

2) Savings x figure B % to include the effect of any annual
. inflation. = Resource Centre’s share

EXAMPLE

If a bid was made for figure A of 10% and for figure B of 20% (based
on Council’s £20M spend), then the equation would read as follows
1) £3.6M (18%) - £2M (10%) = £1.6M (8%)
2) - E1.6M(8%) x 20% = £0.32M

.

s s

sainik

pep—_

The.Council wouid therefore receive £1.28M (80%

savings and £0.32M (20%) would be received by t
In summary

) of the shared
he Resource Centre.

.

inflation) which-the - .-

es — Recruitment Services Schedule

ox is to be ticked by

plus one years.

- Bid for figure A:

14.69%

Bid for figure B:

2005 - 2007
35%

2007 - 2008

+ oo - 35%

2008 - 2009
35%

2009 - 2010
35%

2010 - 2011
35%

Optional

extension years
2011 - 2012
35%

2012 - 2013
35%
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® t_ ' Total Contract

‘f- Assuming the Council s_pgr_xd is £20m in year one reducing by approx. Cost
E 2m per annum over the initial 5 years of the contract (eg £80m), and
e taking the percentage figures you have submitted above, what do you (tO nearest £k)
e calculate the total cost would be to the Council if this contractis
‘ . awarded? £92,678,800
® . ,
) E Hays has proposed these prices using the following conditions and assumptions:
. » That the quoted £20 million temp spend incorporates all worker rates, Working Time
: Directives (WTD paid) and National Insurance
H e Thatthe 18% mark up figure is then calculated upon the above £20 million spend
® * That Hays will be able to conduct due diligence upon the 18% calculation
(o * That the Hays supplying brands are appointed by Resource Centre as Primary
' Suppliers for General and Professional for the contract start date, and that these
l agencies are then managed neutrally by the Resource Centre ~ i.e. that the Primary

Vendors are offered the opportunity to fill 50% of the vacancies in their area of
expertise, measured by the same techniques and to the same standards as all other
peer participating agencies

e

®
9
E

In calculating the total contract cost. Hays has included the total wage cost, the total mark up
costs and the total cost-savings to be retained by Hays, ie:

eI, N

* (5 year Temp Spend) + (5 year total of Mark Up spend) + (Hays retained cost-
savings) .
s £80 million + £11.752 million + £926,800

&

BE =
t
3
|
4
;
E
f
l
i
.
‘4
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Public Sector Bodies — Recruitment Services Schedule of

Rates with Optional Requirements.

Please note: The Service Optional Requirement box is to be ticked
by the Public Sector Body when participating in the Contract.
5 year term contract with option to extend for one plus one years.

Tenderers are invited to submit additional alternative pricing
models which should include a method statement explaining
the model and details of where you have had experience of
working with the model.

Details Attached?

YES

Note: Price to include all administrative costs for each phase of the
recruitment of a Permanent Employee(excluding the cost
advertising copy).

Tenderers should also submit pricing proposals for each
activity that would be carried out during the phases. Prices to
be held for year one of the contract from go live date. A
maximum 2% annual inflationary increase will be offered
annually thereafter until contract end. No other increase will be
agreed without the agreement of the Authorised officer.

Price

2. Permanent Employees (see note above)

a) Phase 1 — Preparing and placing the Advert, response
handling, sifting for shortlist.

-+ b) Phase 2 - Executive Search* *~ - R

c) Phase 3 - Interviews

d) Phase 4 - Appointing new employee

e) All phases of Permanent Recruitment from start of assignment

to appointrment*

Phase 1 = £500 per
vacancy

‘Phase 2 = £8,900 per ]~

vacancy

Phase 3 = £400 per
vacancy

NB Assessment
Centres charged at
£600 per vacancy
Phase 4 = £200

All phases = £1,700

* Hays has completed the pricing for ‘all phases’ assuming that executive search would
not be a standard part of the assignment to appointment process.

e The executive search component would only be appropriate for top tier appointments,
typically Head of Service, AD & Director roles at salaries in excess of £60,000pa.

Authorised Signatory

Name in Block Letters Paul Mallinson

Address 37 Sun Street

London

EC2M 2PL

Job title Managing Director, Hays Resource Management

Date_ 16" September 2005
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be ticked by

PN Public Sector Bodies — Recruitment Services Schedule
of Rates with Optional Requirements.
Please note: The Service Optional Requirement box is to
the Public Sector Body when participating in the Contract,
4 year term contract with option to extend for one plus one years.
@
The council requires bids of two separate figures for evaluative
purposes. Bid for figure A:
1. Temporary Staff 14.69%
® “ Figure A should be stated as the fully inclusive average costs

Y You and the suppliers as well
as any other additional costs invoiced e.g. National Insurance.

Current average inclusive costs to the Council are circa 18%, Your
totally inclusive tender figure should be stateq as a percentage.

The Council is looking to share the savings achieved.

‘ Figure B should be stated as the percentage of these savings,
(this % must include the effect of annual inflation) which the

contract winner has tendered to retain. The savings at this stage

will be the difference between 18% and the figure that you bid for
Fo Figure A. . o T

© g [ Please note that Figure B may be expressed as a different figure
for each financial year. - ' ’

[

The average spend of th

e Council on temporary agency staff in
2004-05 was £20M.

EQUATION
(pre-contract rate - New contract rate)
1) 18% - figure A %

= Savings %
3) Savings x figure B % to include the effect of any annual
inflation. = Resource Centre’s share

| EXAMPLE

I If a bid was made for figure A of 10% and for figure B of 20% (based
| on Council’s £20M spend), then the equation would read as follows
: 1) £3.6M (18%) - g£2M (10%) = £1.6M (8%)

1' 3) £1.6M (8%) x 20% = £0.32M
|
|
{

The Council would therefore receive £1.28M (80%) of the shared
savings and £0.32M (20%) would
[ in summary
| Assuming the Council spend is £20m in year one
2m per annum over the initial 5 years of the contr

be received by the Resource Centre.

Bid for figure B:

2005 - 2007
35%

2007 - 2008
35%

2008 - 2009
- 359

2009 - 2010
35%

Optional
extension years
2011 - 2012
35%

2012 - 2013
35%

Total Contract Cost
(to nearest £k)

® taking the percentage figures you have Submitted above, what do you

! calculate the total cost would be to the Council if this contract is

o awarded? £78,776,980
" - .
-
@
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Hays has proposed these prices using the follo_wing conditions and assumptions:

* That the quoted £20 million temp spend incorporates all worker rates, Working Time
Directives (WTD paid) and National Insurance
* Thatthe 18% mark up figure is then calculated upon the above £20 million spend ®
* That Hays will be able to conduct due diligence upon the 18% calculation
* That the Hays supplying brands are appointed by Resource Centre as Primary
Suppliers for General and Professional for the contract start date, and that these
agencies are then managed neutrally by the Resource Centre —i.e. that the Primary
Vendors are offered the opportunity to fill 50% of the vacancies in their area of

expertise, measured by the same techniques and to the same standards as all other PY
peer participating agencies

In calculating the total contract cost. Hays has included the total wa

ge cost, the total mark up
costs and the total cost-savings to be retained by Hays, ie:

e (4year Temp Spend) + (4 year total of Mark Up’spend) + (Hays retained cost-
savings)

' ‘®
e £68 million + £9.989m + £787,780

o
- .
| J ®
J Page 10 of 101
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Public Sector Bodies — Recruitment Services Schedule
of Rates with Optional Requirements.

Please note: The Service Optional Requirement box is to be ticked
by the Public Sector Body when participating in the Contract.

4 year term contract with option to extend for one plus one years.

Tenderérs are invited to submit additional alternative pricing Details Attached?
models which should include a method statement explaining
the model and details of where you have had experience of

working with the model.

YES

2. Permanent Employees (see note above)

- b) Phase 2 — Executive-Search* ..~ CLoE v

Note: Price to include all administrative costs for each phase of the
recruitment of a Permanent Employee(excluding the cost
advertising copy).

Tenderers should also submit pricing proposals for each
activity that would be carried out during the phases. Prices to
be held for year one of the contract from go live date. A
maximum 2% annual inflationary increase will be offered
annuaily thereafter until contract end. No other increase will be
| agreed without the agreement of the Authorised officer.

Price

a) Phase 1 = Preparing and placing the Advert, response
handling, sifting for shortlist.

Phase 1 = £500 per
vacancy

 E i Phase 2 = £8.900 per ~ |~ =7 v
| vacancy _

c) Phase 3 - Interviews Phase 3 = £400 per
vacancy

NB Assessment
Centres charged at
£600 per vacancy

d) Phase 4 - Apbointing new employee Phase 4 = £200

e) All phases of Permanent Recruitment from start of assignment All phases = £1,700

to appointment*

* Hays has completed the pricing for ‘all phases’ assuming that executive search would
not be a standard part of the assignment to appointment process.

» The executive search component would only be appropriate for top tier appointments
typically Head of Service, AD & Director roles at salaries in excess of £60,000pa.

Authorised Signatory

?

Name in Block Letters Paul Mallinson

Address 37 Sun Street

London

EC2M 2PL

Job title_Managing Director, Hays Resource Management
Date 16" September 2005
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Figure A should
(exp

for each financial

| EQUATION

4) Savings x
inflation.
< M EXAMPLE
“+ | on Council’s £20M
‘" 1)

4) £1.6

1. Temporary Staff

Please note that Figure B ma

The average spend of the Co
2004-05 was £20M.

If a bid was made for figure A of 10% and

be stated as the fully inclusive average costs

The Council is looking to share the savin
Figure B shoulg be stated as

year.

figire B % to include
= Resource Centre’s

essed as a percentage) above the temporary worker pay rate
which you can offer in conjunction with your existing supply chains.
The figure should be a fully inclusive cost for handling, monitoring
and reporting in relation to Temporary Worker requests. It shoulq
also include any mark ups added by you and the suppliers as wel|
as any other additionaj costs invoiced €.g. National Insurance.
Current average inclusive costs to the Council ar
totally inclusive tender fi

gs achieved.

the percentage of these savings,

y be expressed as a different figure

uncil on temporary agency staff in

(pre-contract rate - new contract rate)
18% - figure A <,

= Savings %

the effect of any annuaj

share

spend), then the equation would read as follows

£3.6M (18%) - £2M (10%)

M(8%) x 20%

therefore receive £1.28M (80%) of the shared
savings and £0,32M (20%) would be received by the Resource Centre.
ry .
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e circa 18%. Your
gure should be stateq as a percentage,

14.69%

2005 - 2007
35%

2007 - 2008
35%

2008 - 2009
35%

Optional
extension years
2011 .-2012

35%

2012 -2013
35%

Total Contract Cost
(to nearest £k)

£62,558,190

Bid for figure A:

Bid for figure B:




PR

Hays has proposed these prices using the following conditions and assumptions:

[ ]

That the quoted £20 million temp spend incorporates all worker rates, Working Time
Directives (WTD paid) and National Insurance

That the 18% mark up figure is then calculated upon the above £20 million spend
That Hays will be able to conduct due diligence upon the 18% calculation

That the Hays supplying brands are appointed by Resource Centre as Primary
Suppliers for General and Professional for the contract start date, and that these
agencies are then managed neutrally by the Resource Centre — i.e. that the Primary
Vendors are offered the opportunity to fill 50% of the vacancies in their area of
expertise, measured by the same techniques and to the same standards as all other
peer. participating agencies

In calculating the total contract cost. Hays has included the total wage cost, the total mark up
costs and the total cost-savings to be retained by Hays, ie:

(3 year Tem§ Spend) + (3 year total of Mark Up spend) + (Hays retained cost-
savings)

£54 million + £7.933m + £625,590
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Public Sector Bodies — Recruitment Services Schedule
of Rates with Optional Requirements.

Please note: The Service Optional Requirement box is to be ticked
by the Public Sector Body when participating in the Contract,

3 year term contract with option to extend for one Plus one years.

Tenderers are invited to submit additional alternative pricing Details Attached?
models which should include a method statement explaining
the model and details of where you have had experience of YES

working with the model.

agreed without the agreement of the Authorised officer.

Note: Price to include all administrative costs for each phase of the
recruitment of a Permanent Employee(excluding the cost '
advertising copy).

Tenderers should also submit pricing proposals for each
activity that would be carried out during the phases. Prices to
be held for year one of the contract from go live date. A
maximum 2% annual inflationary increase will be offered
annually thereafter until contract end. No other increase will be

Price

b) Phase 2 — Executive Search

2. Permanent Employees (see note above)

a) Phase 1 - Preparing and bplacing the Advert, response Phase 1 = £500 per
handling, sifting for s_hqnlist. ) _ vacancy ‘
VF;hase 2 =£8,900 per
vacancy*

c) Phase 3 - Interviews Phase 3 = £400 per
) vacancy

NB Assessment
Centres charged at
£600 per vacancy

d) Phase 4 - Appointing new employee Phase 4 = £200

e) All phases of Permanent Recruitment from start of assignment All phases = £1,700
to appointment

* Hays has completed the pricing for ‘all phases’ assuming that executive search would
not be a standard part of the assignment to appointment process.

¢ The executive search component would only be appropriate for top tier appointments,
typically Head of Service, AD & Director roles at salaries in excess of £60,000pa.

Authorised Signatory
Name in Block Letters Paul Mallinson
Address 37 Sun Street
London

EC2M 2PL

Job title_Managing Director, Hays Resource Management
Date_16™ September 2005
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Operational Information
Bidders are requested to supply the following information and Method Statements

6.1 Method Statement of how you propose to implement this contract within
the 3 month window including the job specification and where applicable
CV for the Account Manager

The Council can be%"conﬁdent that Hays Resource Management (HRM) will implement this
contract within three months because of the following capabilities:

1. HRM'’s proven expertise in implementing neutral vendor contracts

2. HRM’s existing talent bank of skilled personnel combined with its reputation as
an employer of choice within the neutral vendor field

3. HRM'’s established training programmes
4. Availability of proven electronic system, Workflow

5. Hays’ geographical presence within the UK and specifically the Greater London
area

1. Proven implementation expertise

HRM is an organisation dedicated to the design, implementation and delivery of tailored
neutral vendor and recruitment outsourcing solutions. In providing these services since 1993

and-so to ensure their timely implementation and support, HRM employs six full time preject, oo -

~-managers.and eight systems specialists responsible for implementing managed service
contracts as part of a complete dedicate transition team, including representatives from the
‘account management team, legal and finance experts.

Approach to Transition/Project Management & Project Plan

Hays undertake large implementation projects using standardised, ‘tried and tested’ delivery
models incorporating formal techniques regarding planning and risk minimisation within the
project. Whilst the Hays Project Manager, under close guidance from the Programme
Manager, will operate using a standard implementation framework (to ensure best practise
and to allow for realistic estimations of time and resource allocation), the Council will receive
their own tailored project plan that will cover the implementation from contract award to
communication and subsequent service reviews,

The proposed Programme Manager, Jon Bennett, has prepared a project plan, with the
project schedule submitted as a Appendix C with this tender, providing a detailed overview
of his proposed approach to the three month implementation, incorporating the five project
stages of Scoping, Discovery, Design, Delivery and Communication. Jon and HRM would
consult with the Council to agree a final implementation plan to ensure that the required three
month timescale is met.

Deliverables based project team

Projects are deliverable based and resourced for accordingly. Specific deliverables are set at
the outset of the project and broken down through needs and gap analysis into key tasks,

The Council will be assigned a Programme Manager and a dedicated experienced HRM
Project Manager who will be responsible for ensuring the short-term project tasks are being
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delivered effectively and on time. The Project Manager will report directly to the HRM
Programme manager who will gain an excellent understanding of the Council during the
tender and implementation phase and who will act as the point of escalation for all project
related issues. The Programme Manager will attend all initial project meeting and then the

cyclical project reviews that will be scheduled in the implementation plan (normally
fortnightly).

The project manager will be directly supported by the Assistant Project Manager who will
provide assistance with organisation of people, collection and collation of data and any other
ad hoc requirements as defined by the Project Manager. The direct Project Management
team will then draw on the expertise across our business, depending on the task deliverable.

The full Project Management team is best outlined in diagrammatic form.

Hays Board
Sponsor
Charles Logar

]

Business Sector

Director
Ingrid Hulek
!
Programme
Manager _
R AL e s o 2% <Jon Bernett - -

Q:S;;Ztr Supply Chain :
Sat Mander Project Manager Manager

ssistan
Project
Manager

~ Workiflow ] )
. Project
Devglopmenl Administrator
Director
Finance | , Commercial | S?/:tne' :')r:s Tender
: | 1
;Manager | Lawyer | Analyst Manager
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The proposed Programme Manager for Haringey Council is Jon Bennett — who has prepared
the project plans, and overview of his experiences are detailed helow:

2000 - to date Hays
Programme Manager (2002 - to date)

* Client relationship management throughout implementation and post-implementation

periods

* Preparation and management of project plans, including training programmes, rollout
schedules

* Establishing scope of project with key stakeholders and defining key deliverables and
objectives

* Preparation of all relevant documentation and presentations regarding system
implementation and use
Business process analysis and mapping, process re-engineering and improvement-
End to end project management of Workflow implementations from contract award to
live date

e Liasing with 3™ Party software supplier regarding system set up and configuration,
ensuring project objectives are met

* Obtaining client signoff of system in the following areas: IT Security, Business Risk,
Business Contingency, Branding, Compliance and Legal; preparation of relevant
documents and facilitating negotiations

* UAT of new systems and new functionality to guarantee client requirements have
been delivered, facilitating client UAT

* Co-ordinating activities of Workflow team regarding training, roll out communications
and MI production

* Detailing requirements for new functionality where required and passing requirements
to Development Manager - i T

. .®. Second line support for user queries; resolvifg system fssues

Senior Consultant —Hays Accountancy & Finance (2000 — 2002)

Analysing, designing and implementing best practice processes

Design, specification and implementation of Intranet (web based recruitment system)
Production of regular and ad hoc management information

Production of process documentation: user manuals, process maps etc

Recruitment of temporary workers

‘At the outset of the project, key sponsors will be identified within both the Council and within

the relevant areas of Hays, including a Board Sponsor. This ensures that the correct support
is available to the implementation team for the duration of the transition.

All proposed deliverables and agreed plans will be documented for review prior to any tasks
being carried out, to ensure consistency of understanding and delivery

At key stages of the transition period, signoff will be obtained from the appropriate client/Hays

stakeholder. This ensures that the end result is the expected result and that scope creep does
not occur.
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2. Availability of Skilled Personnel

Streamlined implementation timescales are also delivered because HRM’s depth of staffing
resources ensure that the personnel required for the Resource Centre are efficiently
available. The proposed Business Sector Director and Account Manager are already engaged
in this tender process and the selection of appropriate consultants for the Resource Centre
would be simplified because of the following available resources:

* Managed Service talent pool: HRM currently employs 250 account managers
specifically trained — and experienced in delivering — managed service solutions for
clients comparable in scope, values or structure to the Council. Hays balances the
requirements of its clients with its investment to the continuing development, quality
and career progression of its employees by redeploying its managed service account
managers on a structured basis.

* Recruitment specialist talent pool: in the UK, Hays employs over 3500 consultants
trained in recruiting temporary and permanent employees for clients across the UK.
All new opportunities within HRM’s neutral vendor contracts are advertised to these
employees - providing all relevant personnel with the opportunity to use their
recruitment expertise within a differently-focused role. All successful internal

applicants are trained in the skills required for account management prior to being
placed with the client.

* ‘Employer of choice’ within managed service: by embodying the Hays philosophy
of “enduring relationships” in the design and delivery of neutral vendor solutions and
through some notable ‘wins’ and retention of managed service contracts, HRM has
developed an effective recruitment brand within the external managed service
marketplace encouraging a large number of ‘speculative’ applications to work on the

- HRM managed service accounts. = - <= s ' '

HRM proposes to structure the Resource Centre with specialists delivering specialist services
as we have found this is the appropriate means of delivering the highest quality of services to
the client. HRM has already identified two experienced key personnel: Ingrid Hulek is our
proposed Business Sector Director, whilst Sat Mander is our proposed Account Manager.

* Business Sector Director: Ingrid Hulek will work closely with the entire management
team and will contribute to the recruitment strategy to meet business needs, develop
effective solutions and support their delivery.

¢ Account Manager: Sat Mander will be responsible for the members of the Resource
Centre, providing more senior input when required to the processes and playing a key
role in escalation procedures and reviews

* Supply Chain Manager: participation in original vetting of agencies, running a
structured audit programme, attending quarterly review meetings and providing
agency performance reporting information

* Temp Consultants: Coordinating the activities of the relevant tiered agencies in
sourcing appropriate temporary agency staff

¢ Perm Consuitants: Coordinating and delivering the permanent recruitment
processes when required by the Council, working closely with the Council’s in-house
team

* Ml Administrator: Using Workflow and surveys to produce detailed management
information and support those Council managers that are using the desk-top self-
generating management information capabilities of Workflow

We have provided overleaf a pictorial representation of this structure together with the

accompanying job specifications for the team members and CV's for Ingrid Hulek and Sat
Mander
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@ Resource Centre Structure:
Public Sector Body
Flexible Tochnical Interface
Workflow
° e ————— — *«———— —— ~
l | Business Sector |
’ | _’ Director
] ; ngric Huiek l
£ " |
o !
& ]
of |
® ; | . A |
! Account |
: | |  Manager ]
: | | SaMarde |
| |
J
J
| J
® i : I ] |
l Suoply Chain Cansultants Consultants 1 ]
. i . I PPy - Temp . Perm MI Administrator
: Manager - . ]
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Business Sector Director — Ingrid Hulek

gy s

support their delivery.
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The Business Sector Director will make a proactive, strategic business contribution working in
conjunction with both the Council and Hays Senior Management Teams. The role will focus
on the achievement of both long and short-term goals and seek innovative ways of ensuring
optimum performance against the contractual SLA.

As first point of contact to the Council, the Business Sector Director will ensure requests for
information and the resolution of queries are dealt with in a timely manner and pragmatic
solutions are sought. They will work closely with the entire management team and will
contribute to the recruitment strategy to meet business needs, develop effective solutions and




CV overview of Ingrid Hulek:

Hays Resource Management (1998 — to date)
Business Sector Director, Public Sector

Responsible for delivering managed service solutions to five public sector clients with
experiences including: C
* Managing the TUPE process of a Local Government internal agency, carrying out
process re-design and implementing a new structure to achieve best practice
recruitment procedures for the full remit of a London Borough’s temporary and
contract recruitment (excluding Social Care)
Relationship management for the outsourced agency of a London Borough,
developing and agreeing best practice, process re-design, effective management
information. : :
Assessing and reviewing recruitment compliance issues within the Education sector,
designing documenting and implementing best practice procedures

Account Director:

* Operating in a Project Management capacity to project plan and deliver the process
re-engineering and resuitant outplacement of an HR function within the Insurance
industry, including project management of TUPE process
* Relocating a 200 strong Call Centre, including assisting with internal re-deployment
opportunities within the primary site and recruitment strategies to ensure service
delivery at the green field site
* Relationship management for an international client in the insurance industry
managing an on-site team of dedicated consultants carrying out Call Centre
recruitment from attraction, through assessment to offer
* Relationship management for an international client in the IT industry, including
- recruitment and attraction strategies for IT, Training, Finance and Call Centre roles-, _
“Relationship management for an international client in the IT industry leading a team
of dedicated consultants to successfully deliver IT recruitment within the
organisation's Desktop, Mainframe, e-Learning and Helpdesk functions

&

-
"
i
L]

NN

it

Office Manager — Hays Accountancy & Finance (1995 — 1998)

Managing the recruitment of approximately 200 accountancy staff into a Business
Process Outsourcing client within a one year period

s

A\ e sy o5 ity * 3 P
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Account Manager — Sat Mander

The Account Manager will be a liaison between key Council and Hays stakeholders, ensuring
that information is cascaded immediately and activities/projects are implemented within the
required timescales. Providing support to the operational teams in a proactive way, they will
ensure that Council expectations are managed, in order to achieve realistic goals.

» To be a central point of escalation for any issues that require senior level involvement
and resolution
To play key role in implementation and roll-out of contract once agreed

» Provide representation at Council Project Meetings to contribute experienced
resourcing advice to support new commercial ventures
To support Council when required in resource planning :

+ To support recruitment activity with the provision of detailed and accurate
Management Information (Ml) from Workflow

* To work within SLA guidelines driving the Council to greater efficiencies in the
recruitment process

» To share and implement ‘Best Practice’ processes and behaviour

» To provide market knowledge and inteliigence to the Council to include competitor
activity, skills availability and demographics, and salary surveys
Assess, implement, and communicate customer satisfaction survey feedback
Quarterly meetings with key managers
Manage feedback from hiring managers, workers, contractors, candidates and human
resources
Complaint management and resolution

e Agency performance measurement and management

CV overview for Sat Mander -

“Education: 7 - 7 =" Bgg(Hons) Applied Economics 2:1
1993 ~ to date, Hays Plc |
September 2000 - to date, Hays Resource Management

Managerial responsibility for the Southwark Council resourcing solution (9 employees) —
‘Hays SRA’ recruiting temporary workers for the Council in a contract worth ¢ £20 million per
annum - since September 2000

Managerial responsibility for managed service solution provided to London Borough of
Camden (7 HRM employees), London Borough of Barnet (2 HRM employees and 2 LB of
Barnet employees) and the contract currently under implementation, London Borough of
Merton.
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Responsibilities & Achievements have included:

- June 1993 ~ September 2000 -

Manage Client Relationships; both Vendor Managers and End-Users (Line Managers,
HR, Permanent Candidates and Temporary Workers).

Discuss and manage new contract implementation

Present and implement service improvement initiatives.

Act as liaison between the client and all areas of Hays, from the supply model
(individual agencies), to payroll, accounts and legal departments.

Manage suppliers: including agency selection, and performance reviews against
Service Level Agreements.

Write Service Level Agreements between Hays and the Client.

Produce process documentation to ensure maximum efficiency, including a recruiter
manual, as well as induction packs for temporary staff.

Prepare and present quarterly reviews

Produce and analyse data from various sources for day to day management. Such
data includes spend, recruitment activity and worker popuiation.

Measure the team’s performance against agreed Service Level Agreements.

Manage the on-boarding of TUPE transfers (13) from in-house team, and resultant
team re-structure.

Adapting solutions provided to new business — e.g. when the cleaning business at a
Council came back in house, recruiting an additional 200 temporary workers on a
rolling basis to meet the new requirements

Implement electronic timesheets for temporary-staff, including training_of end-users
and authorisers. -

Hays Construction & Property

Recruiting temporary and permanent personnel for construction, site engineers, building
services and DLO/DSO sectors
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» fisk mitigation, finance
processes

s Talent Management: new recruits, counselling, designing a rémuneration scheme,
situational leadership, coaching, giving feedback, performance reviews and
appraisals

* Project planning: establishing a team, mana

ging recruiters and agencies,
implementation milestones

4. Availability of proven electronic system, Workflow

il, provide applicant information and
Mmanagement information as wel| as supporting the Government's electronic transaction

targets. HRM have designed — and hold the intellectual property in — the web-enabled
. procure-to-pay technology of Workflow. - o : '

' Workﬂow has been sbﬁccessfully,implemented at 22 client within g 12 weéek timetéble where
- -required: - - ¢ - ' _

Workflow clients include;

* Banking & Financial Services: Deutsche Bank, i
Morgan, Bank of New York, Liverpool Victoria,
implementation)

¢ Commerce: Astra Zeneca, GE, Vodafone, Nt|

* Public Sector: London Boroughs of Camden, Barn

etand Southwark, Newport City
Council, Leeds City Council, Kent County Council .

is, however, by holding responsibility for the technology that HRM is able to offer
this flexibility to such timescales - as the Workflow Develo

Manager are involved in contingency planning for the requi
the current tender process.

tailored to the Council

Workflow is a web-enabled relational database combining user-friendly front-end extranet
web screens with a powerful management and reporting database. it is envisaged that there
will be individually configured versjon of Workflow per client of the Resource

Centre under the
. LSCG for every client with a temporary spend of over £10 million
®
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v'v"ln'temal . VEXtemal S . Tem 6ia1y worker

 1 A" 'Agep cles . Applicants’~ " - ' ,_A'pplicants: L Contractor -

\ /
1 ; _ Vacancies posted to All roles posted to
Vacancies released and
CV's submitted oildhna internal Job boarg external b board to Time sheets submittsg
Suppliers can track 32cessible through attract direct and authorissd on hns

cendidate progress chent intranet appleations for all agencies ang
i - workers

Recruiting* Onine - Cn ling Budget Holders /

; - www.Workflow.com ; :
Manager réquisition . autnorisation Human Resoyrces
. procecs process o .

File transters o HR systam
= CSV, pipe dshmiteq, httpg,
fixed length, xmj

Chant specific database
configured to match
fecruitment process

— The interface of the Workﬂow iS tailored to"ensyre that its 7'Jc;oi_<" and feef accurately reflects
that of the client: including vterminology used, questions asked, mandatory fields, Presentation.

Weicome To HaysWorkFiow

mmmmn*muwh

Recruitment Management: Hiring Managers complete online requests ang Manage theijr
recruitment workflow from their desktops. Each manager can access and interact with g
i i ncluding: :

Page 24 of 101




B HavsWork Hore - mianot Intormt Erplond{ CREERTY

. Rix)
Fie Lot veew Povortes  Took  helo
Bk - D 3D dswth feoes Jrwde 3 LNy I . N
waeoms | etz oo w31 s B o T e e T e bk
!
W Workflow
e e R e v g hemomare :
Temporary Vacancy ’:’
Compluta this faim 15 submt » new temporary YSCANCY ¥ YDu wie using @ project codv, phrike seloet II
“Bee Pragect Code™ ham the Cozt Centre dropdown meny
j !
Proct Coom (1 wpencatini L
Cmmrsaumy
i o cear
P Pocorieng %
K Locson
! bioe
; P
Satome
! —
) Rrwson tor hwy
Hays Werkfiow pavesced by Hooens
ddapt sones eran? -
i ar i
5 B tocrrrame
Bt 0 & [Chemwotron-moes &'adet ;P Bamrpers - ZITPLH0 am

Authorised managers are also able to access on line reports detailing population activity and

g Fo LR ver et fom T Ous CoTo Fmvorer Mep B "‘ﬁ]
v - .y g T DD oo fewsn g I M
- [P e AT > Yooty T2 Pt umeg, -
hetwipocdrose . = P .
o 4o ] Al - = _Yéorkers Repon From = 2
g 3 o § F B C) =i
1 fVarsriorcanas To NS =i
H . - Workflow
3 JobNo TPRNo  Sumame Forename Agency Chent Stan Oale Job $14 Date Proyecied End Dals \ i
8 10 Bums  somn A% Agency O7M2205  c 7 .
2 1776 Candicale Viclons  haya Porsonnal 01512061

k- 1771 Condidate Viciana Hays Prrsonne! 01012063
a0 1772 Damo - Victona  Owects apphcont Q1012005
e 1776 Dymo Victoua  Twecis apphcant 01412008
M9 1770 Maihs Maype Al Agancy 1202203
s T B werer ;o= .

T et *

) b smrars :
PR | o 124t vreara et rmsen Ot gt

i -

i . Te e

i et 0108w sepont lexae et e rrbevart ot b )

; oo

s

e mepen:

i

]

i

i Hays Wortew pemared by

; Dore X tocd miranar

Rswt] L # 3 Heresto o, T oaies 7 oot pomariors - ... < W/ s o ST SETALYH? s

Authorisation: Authorising managers access a global view of recruitment and worker activity
across multiple cost centres and departments. Workflow authorisation loop can be utilised to

requests and either approve, reject or submit for further authorisation. Authorising managers

are able to navigate to line manager’s functionality to manage recruitment within their
individual department
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Vendor Management: Workflow is a recruitment platform designed Specifically to Source and

Manage temporary and permanent recruitment from multiple preferred vendors. Each agency

Improved data capture from vendors can reduce risk and exposure throiJgh the effective
storage ang reporting of equal Opportunities, reference, tenure and visa details

External job portal: To increase the Scope and reach of the ¢andidate poof aj| vacancies can
be automatica”y uploaded from Workflow to g client specific micro-site - the current micro-
site is hosted by www ha S.com. The micro-site engages with Candidates at the earliest stage
of the recruitment process - proven to 'signiﬁcanﬂy increase buy in to the company and
process. There s a real time listing of ajj open positions including Specifications and g
bespoke on line form

Managemen
Workflow is able to deliver Mmanagement reporting of unrivalleq scope and accuracy. All data
. I8 captured via the web front end and recorded in real time ang within a single System

Electronic'timeéheets: HRM notes that the Council requires the Resource Centre within the
first three months of contract start date to have identified g solution to facilitate electronic
invoicing / time-sheeting.«=

Workfiow has
Submission, ay and tracking of timesheets. Workers jo

14X l(ﬂf o T
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Also attached with this tender is a example of a timesheet project plan prepared by the
HRM Programme Manager for the facilitation of electronic invoicing / time-sheeting process.
HRM understand that needs to be-a sample plan only at this stage ~ recognising the niche
implementation requirements of every client.

5. Hays’ geographical presence

The Resource Centre will be established in the Greater London area — with Hays'
considerable presence in the London area assisting in the efficient placement of the team.

. Current Greater London offices include Mandela Street - NW1, Canfield Place - NW8,
Kymberley Road - HA1, Southbury Rd, Enfield - EN1, River Front, Enfield - EN1, High Street,
Barnet - EN5, Upper Street - N5 and Tottenham Court Road - W1T, as well as additional
offices in Baker Street, Holborn, Bond Street, Great Castle Street, Covent Garden, Strand,
Bishopsgate, Docklands, Farringdon, Fenchurch Street, Knightsbridge, Lime Street, London
Wall, Monument, Moorgate, St Helen's Place and Victoria.

HRM proposes to consult with the Council in agreeing the location of the Resource Centre. In
addition to proximate locations of Camden, Islington or Enfield, HRM has previously opened
new premises in response to client requirements although we note that this latter approach
does have cost implications.
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6.2 Please enclose how you propose to roll out communications and the end to

end process training to Council staff

Hays place particular importance on rolling out a successful communication plan and
providing a training structure that is tailored to all users of the solutions — including Council

staff,

Communication

As effective communication is key to the implementation, communication takes place
throughout the project. We have detailed below an example of a communications plan
together with further details on specific communication segment.

ltem

Audience

Content

Timing

Initial communication
- Councils

All Council
employees or all
recruiters that it is
possible to obtain

General positive
notification of
change; benefits;
general timings

Within 1 month of
project start to
mitigate against
rumours and enable
implementation
liaison

Initial communication
— temporary workers

All non-permanent
workers

General positive
message of change;
that there will be no
change to their
assignments or
agency at the
moment

Within 1 month of
project start to
mitigate against
rumours — after initial
supplier comms

Initial communicatio

Ali current supplying

"‘General positvi-;/‘e

Within 1 month of_

information request

people

will be approached to
gather details for
compliance/payroll
transfer

" .} = agencies - r-agencies notification of change | project start to
and new framework mitigate against
agreement rumours and enable
timescales for further | implementation
contact liason

Agency contract All approved Negotiations, During
agreements agencies brands contract discussion implementation
period
Senior management | Senior management | Short presentation to | During
liaison team meetings; introduce new implementation
resourcing meetings | framework period
agreement gain buy
in from senior
management
Notification of All line managers Advising that temps During
information request with temps will be approached to | implementation
gather details for period
compliance/payroll
transfer
Notification of All non-permanent Advising that temps TBC

Launch Either all recruiters or | ¥ day event TBC 1 week prior to go
just senior live date '
management/Key
recruiters

Roadshows Recruiters split by 1hr presentation and | 2 weeks prior to

business area &

Council

Q&A

launch
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Line liaison Individual recruiters Specific agendas From up to 4 weeks
prior to go live

Key Stakeholders

This will be delivered either pre-implementation or in the first week of the project. The aim of
this phase is to ensure all’key personnel are aware of the key deliverable, scope and any

technology to be used to deliver the solution. At this point, stakeholders can still have input
into any changes made before the scope of project is agreed by the Council and Hays.

Line Managers and Authorisers (or all Council emplovees if appropriate)

This stage will be delivered in two phases and is normally focused on people who are able to
initiate or approve the recruitment process. ' '

The first phase takes place mid-implementation and is designed to keep all those involved in
the recruitment process updated on progress of the project and to give advanced notice that
changes will be coming. The first line. manager phase is normally presented in the format of
optional presentations and more formal written communication such as intranet releases
emails and hard-copy fliers or posters.

The second phase of Line Manager and Authoriser communication will be delivered in the
final two weeks of the implementation. This phase is designed to ensure all Line Managers
and Authorisers are fully aware of the final processes. This phase is delivered in a pragmatic
fashion involving a number of marketing techniques as Hays appreciate that the Council
employees must not simply be told of the process, they must believe in it and be aware of all
the benefits the changes will bring to them as individuals and to the Council as an
organisation. This phase will also be used to provided any required training for Workflow

 Suppliers el e

Hays fully appreciate the need to engage, involve and communicat'e'with‘poténtial agency
suppliers of to the Council. Communication to suppliers will be split into three stages

Phase one will occur in the first two weeks of implementation and will be used to

communicate the changes that will affect them. This then begins the supplier vetting
procedures. :

Phase two occurs in the final weeks of the implementation and will be used to communicate

the final new process, any more planned future changes and training for the agency module
of Workflow

Communication Tools and Methods

Hays have gained extensive experience in the effective communication of any redesigned or
new recruitment process and a number of tools and methods will be deployed at the Council.
The most appropriate methods for the Council will be assessed and chosen after the contract
has been awarded and a better understanding of the Council is gained.
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Use of the Council intranet

The use of the intranet is a very effective tool for communicating change to a wide population
of people within a relatively short space of time and at little or no cost. The intranet can be
used to keep all Council employees informed throughout the tender, to provide information
and support at ‘go live’ and be a source of information during the life of the contract. In some
cases the intranet can be used to provide alerts (e.g. timesheet procedures during public
holidays, recruitment drives etc). Intranet usage is only appropriate for internal
communication.

Online update posted for Astra Zeneca

-Tempaorary Resource Engagement Service (TRES)
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Roadshows.

Roadshows are an effective means of communication of new procedure to multi-sited clients
and hence is likely to benefit the Council. Roadshows can vary in scale, but always involve
scheduled day-long availability of key stakeholders (the Council and HRM) whereby the
Council employees will be invited to attend semi-formal presentations, to pick up useful
hardcopy information and speak to the HRM teams (Resource Centre and Implementation)
and stakeholders form The Council. Roadshows are usually used for internal communication
but can be used in the supplier process.

Hardcopy Marketing

In some cases it is appropriate to use posters and fliers to market change. Posters can be
used to advertise the Council employer benefits (such as financial reward for a referral or a
new more timely/efficient process) and to provide high-level information for any changes
(basic process flows or new intranet links). Fliers can be used to back-up communication
provided on the intranet, such as a new central telephone numbers, new intranet links and
financial rewards. Some clients deem hardcopy marketing as inappropriate. If this is the case
for the Council, the other methods can be used exclusively.

Media advertisements

Media advertisements can be used to increase awareness in the local community of the new
resourcing processes at the Council — in compliance with the Council marketing requirements.
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Training

A key feature of HRM’s proposed solution is that the services are designed to be easy-to-use
and easy to understand — ensuring that the training required by the Council stakeholders is
minimal. HRM will ensure that all training requirements that are needed will be tailored to the
requirements of the Council’s end users. During implementation, the implementation team
will work with the Council to understand their processes in order to tailor and deliver training
specifically to end users needs.

Additionally, to gain maximum buy in from the Council’s end users, the HRM use training to
positively promote the benefits of the recruitment service. This methodology has been applied
in the successful transition of 18 clients to a Workflow supported service and is currently in
implementation at a further 4.

HRM will develop a training plan for each Resource Centre user, including Council
representatives, agencies staff, agency workers and requesting officers and the supporting
staff. This training is delivered initially by the implementation team, using standardised ‘tried
and trusted’ delivery models with ongoing training delivered via the HRM Resource Centre
supported by a systems support team.

Requesting Officer and Super-user

Requesting Officers and Super-users are trained using group PowerPoint presentations that
last 45 minutes to 1 hour. During these presentations, requesting officers and super-users
gain all the skills required to manage online recruitment, including requisitions, CV viewing,
interview booking, offer management, timesheet approval and online reporting. Due to the
simple nature of the system, the training presentations have been proven to supply the right
balance of knowledge transfer and time required for recruiting managers to be away from
their day job. e S ' e SRR
"~ ~Most of this training will take place during implementation. However, refresher training is
- provided on a.three monthly basis by the HRM Resource-Centre - - - ‘

Agencies

Agencies are trained using group PowerPoint presentations that last 45 Minutes to 1 hour.
During these presentations, the vendors gain all the skills required to receive new vacancies,
submit candidates to those vacancies, track the progress of those candidate through the
recruitment flow and respond to recruitment activity (interviews, rejections and offers).

Agency Workers ‘
During implementation, current agency workers are trained in the use of online timesheets

using group Power-point presentations. On an ongoing basis, the HRM Resource Centre will
provide training on electronic timeshests to each new temp as part of the induction process.

The HRM team

The HRM team take part in training scheme developed by the Project Management and
Workflow Systems Team. Training is delivered in 3 main phases:

* Basic: Provided pre Go-Live to ensure the HRM team has the knowledge required to
provide the service.

* Intermediate: Training for how to get more from the database, such as reports and
searches.

* Advanced: users learn system shortcuts, advanced use of reporting, advanced
support advice and take part in a question and answer sessions.

®
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Training delivery

Programme delivery will be agreed within defined timescales as follows:

Phase One:
+ Key stakeholder presentations (heads of service, key hirers)
¢ Informal vendor update presentation(s)

Phase Two:
o Key stakeholder progress presentations
+ Question and answer session

Phase Three:

« Requesting Officer presentations (training)
¢ Service promotion and roadshows
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6.3 Enclose a copy of a typical contract to be used with Primary and Tiered

agencies
HRM have attached a copy of sample contract used with Primary and Tiered Agencies in
Appendix B.
g Lo
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6.4 Proposals of how the Primary and Tiered agencies will be managed and
monitored

1. Accountabje Resource Centre team members: clearly allocated responsibilities
and escalation processes

2. Specialist Delivery: detailed analysis performed to ensure specific tiers of agency
allocated to designated areas of recruitment

3. Neutral Approach: all vendors treated fairly and equally, using the transparept web-
enabled technology of Workflow to underpin the resourcing process

conditions
-5.  Structured monitori
deliver their resourcing services in accordance with an agreed service leve|

1. Accountable Resource Centre team members

ts talent pool of 250 trained managed service consultants — as well as
putation as an employer of choice within the neutraj vendor field to attract
new talent specifically for the Council - to Create an accountable team forming the Resource
Centre. There will be three tiers of responsibility for agency management within the Resource
Centre, plus additional accountability in the form of the Business Sector Director.

HRM will utilise
harnessing its re
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Resource Centre structure:

Public Sector Body

| Flexible Technical Interface

"~ Workflow
T ——— — *——— ~
l A\
. ]
: | Business Sector |
l ' Director |
| J
I ]
|
|
[ Account I
| Marager |
' ' ]
| |
' - |
. ) - N l
! Supply Chain Cersultants Consultants i ,
| tpply Chai Temp Perm | MI Administrator
Manager R " . i |
| esourcing Resourcing H
. s I
!
)
\ T T T T T T e e 4
Resource Centre

¢ Consultants allocated by ‘areas’ ~ in the case of the Council, consultants would be
specifically allocated to ‘General’, ‘Care’, ‘Schools’ and ‘Professional’

¢ Consultants allocated by directorate — in the case of the Council, consultants would
be specifically allocated to Chief Executive, Education, Environmental Services,
Finance, Housing, Social Services and Support Services

Itis the responsibility of the Consultants to release the vacancies — ordinarily using the web-
enabled technology of Workflow — to the appropriate tier of suppliers, managing the Supplier's
performance on individual vacancies, imparting information and knowledge about specific
reqguirements - understanding individual manager’s requirements, in particular, skills
summaries and specific directorate requirements. The Consultants ensure that feedback is

provided on candidates to the relevant agency and prepare appropriate management
information using Workflow for quarterly reviews.

Page 35 of 101




the following agency management responsibilities: .

HRM structures the salary packages paid to its Consultants to incentivise them to achieve the
service levels required by the client. it is therefore of key importance to the Consultants that
they strive to make the resourcing process as streamlined as possible for the participating

agencies, constantly improving their own understanding of the Council in order to impart the
most relevant details to each agency.

Level 2 — Supply Chain Manager

HRM will appoint one individual to take overall responsibility for supply chain management,
this role will incorporate:

* Participation in the original phased procedures for the vetting of agencies prior to their
appointment to the preferred supplier listings

* Running a structured audit programme, monitoring and checking that all agencies are
adhering to the required practices and procedures

* Managing any issues arising in relation to non-performance

* Providing management information - from Workflow and surveys - on all agencies to
the Council

* Attending quarterly review meetings with the agencies

* Ensuring that if new agencies are particularly required by the Council to meet

increased resourcing requirements that the correct phased procedures for vetting are
followed

Level 3 — Account Manager

HRM'’s proposed Account Manager, Sat Mander, will be responsible for the management of
the HRM team forming the Resource Centre with this managerial role incorporating overall
responsibility for the management and monitoring of the supplying agencies. Sat will utilise

over ten years experience in delivering public sector resourcing solutions to effectively deliver

- Tk

. Atténding quarterly agency reviews
* Developing and implementing new agency initiatives

* Conducting online surveys with participating agencies to assess their satisfaction
tevels with the neutral vendor processes

Providing escalation point for agency issue management and resolution

* Participating in the structured audit programme run by the Supply Chain Manager,

monitoring and checking that all agencies are adhering to the required practices and
procedures

* Managing rate reviews

Level 4 - Business Sector Director

Ingrid Hulek as Business Sector Director for the HRM Resource Centre will make proactive
and strategic business contributions working in conjunction with both the Council stakeholders
and the Hays senior management teams. Her agency management responsibilities will focus
upon the achievement of both long and short term goals and seek innovative ways of
ensuring optimum performance against the service level agreements.

The Business Sector Director will ensure requests for information and the resolution of
queries are dealt with in g timely manner and pragmatic solutions are sought. They will work
closely with the entire Management team and will contribute to the recruitment strategy to
meet business needs, develop effective solutions and support their defivery. Ingrid will be a
liaison between key Council and Hays stakeholders, ensuring that information is cascaded
immediately and activities/projects are implemented within the required timescales.
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2. Specialist Delivery:

A phased procedure will be employed by the Supply Chain Manager and the Account
Manager to engage vendors to ensure coverage of all the Council’s needs. Agencies will be
tiered by location and skill set into preferred supplier lists (PSL’s), and will include national
companies with local offices and local small to medium-sized enterprises and niche vendors.
Experience has shown that this mix of vendors in the supply chain is essential to ensure
maximum competition and to enable local residents to access temporary opportunities,
supporting the Council’s regeneration initiatives.

3. Neutral Approach

The web-enabled relational technology of Workflow will underpin the process with all
agencies receiving vacancy and resourcing information using the tool. Over 300 agencies
already support HRM contracts by using Workflow As all recruitment actions ~ from
simultaneous release of vacancies to all vendors within a specified tier of a PSL through to
offer and acceptance of a role — are time- and date-stamped, the system offers transparent
and real time management reporting facilities to the Council.

The online technology of Workflow is a significant feature of our promotion of the Council to
the agencies by ensuring that supplying candidates to the Council is a straight-forward and
improved process. Each agency is granted free and unlimited access to a screen detailing all

aspects of their recruitment for the Council, while guaranteeing confidentiality regarding their
candidate submissions.

Workflow will also significantly increase their efficiency as a provider as it will offer each
vendor the following features: .

* Personalised live vacancy list

*  Full vacancy details o o
* Automated and personalised e-mail notification service :
* “Candidate progress” screen, showing current status of all applicants in real time
* Management reports on their quality of performance
[
[ ]

Interview date options and offer capability

All of this information can be called upon on a 24/7/365 basis, thus dramaticaily

improving speed of communication that will currently be affected by client availability,
illness, meetings and other issues

Workflow. Service Jevel performance for the Council vendors will be captured and recorded by
Workflow and periodic reports generated. Single entry, and time and date recording of all

actions enables the HRM Team to generate unequivocal reports including ratios, cycle times
and cost management.

Individual vendor reports available to the Council assessing performance include:

Number of vacancies received
Number of vacancies filled/not filled
Reasons for candidate rejection
CV to interview ratio

Interview to placement ratio
Average time to send candidates

® o ¢ o o o
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~ii. Market Analysis

4. Effective Benchmarking:

To monitor the costs of the workers being provided by the agencies — and to ensure that
agencies are providing temporary workers at appropriate rates for the workers and at lowest
mark up cost to the Council, Hays will conduct effective benchmarking exercises both of the
worker rates and the agencies markups.

Benchmarking worker rates involves the consultants in the Resource Centre following a five
stage process incorporating Position profiling, Market analysis: internal and external, Rate
analysis, Rate benchmark report production and Implementation.

i. Position Profiling

Position profiling involves all temporary workers being grouped with one of the defined
categories, which are common across the HRM managed accounts in the public sector. The
skills categories are used exclusively for recruitment to the public sector. The standard
categorisation facilitates effective benchmarking by combining like rates within a single
category to define meaningful averaged or internal benchmark rates

A skills matrix is researched and defined for each position, including:

Title

Target benchmark rate

Duties and responsibilities

Essential experience and knowledge
Essential skills

Core competencies

The skills matrix will then be used to research and agree on benchmark rates ensuring the
supply of quality workers at.cost-effective rates. . . S ‘

Pay-rate information can be gathered from either internal or external market sources
dependent upon-Council preferences.

Internal: Expertise will be used from previous benchmarking exercises conducted including:

* Aligning the pay rates to the temporary workers to the Council’s PO gradings for the
permanent roles.

* This is then broken down into a Council standard 36-hour week and over 48 weeks to
ascertain “premium rate” including WTR to the temporary worker.

* The workers’ pay is reviewed on a 6-monthly basis to ensure that there are not any
external market factors that may affect these rates, and if any disparities are noted a
paper is sent to the Council to justify a change in temp rates and charges.

¢ Not operating a fully transferred cost base of the perm salary as no adjustments are
made for pension or enhanced holiday rights of the perm staff, thereby maintaining a
rough parity with the perm workers with trying to risk too much the allegation of
absolute parity and a leaning toward employment rights.

External: Pay rate information is gathered from managed service accounts and specialist
recruitment agencies. This ensures clients are able to benefit from a 360-degree view of
maximum, minimum and benchmark rates and includes:

* Preparation of pricing questionnaire based on agreed position profiles and
geographic locations

» Distribution of questionnaire to selected suppliers
* Preparation of market reports to display rate ranges and averages

Page 38 of 101




i, Rate Analysis

iv. Rate Benchmark Report Production

Once agreed upon, a benchmark report is produced—split by skill set ang location—ang rates
can be implemented on all new hires. The existing Population can alsg be assesseq against
the agreed upon rates,

v. !mp!ementation

* Everyjob type is assigned to job Category
Every job Category s assigned to a benchmarkeq rate - range which is time-specific
* Selection by the Hiring Manager of the job type during requisition wijj automatica”y _
link to the Competencies, skills and specification of the job type whilst linking to the

The success of agencies in pProviding workers that are compliant with the required
benchmarked rates can pe Measured through Workflow.

Benchmarking utilised mark ups involves reviewing the margins annually to ensyre that
they remain of best value and competitive. We propose to follow g review process of similar
structure to that used July 2005 with a European Investment Bank:

* Al current vendors contacteq by service delivery team, réquesting their best pricing
Proposals for the opportunity to Supply to specified Operational areas

* Information collated from g peer-group contracts, in thig Case study 10 financia|
Services/investment banking Organisation, HRM has five public sector Contracts to be
used for reference purposes

*  Analysis provided to the client, containing Proposed rates ang peer group rates with
names of client Organisations removed

*  New margins agreed with client

* New margins implemented with vendors

rate. At Southwark the SRA team currently use a rate card for all rojeg based on the Councils
PO grades for each permanent position. At Newport 3 mixed approach is being taken with
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catering, clean and green teams on rate card and other roles being collated into bandings in
order to streamline these pay rates over time.

5. Structured rﬁonitoring, reviews and feedback:

The HRM Resource Centre will evaluate the performance of the tiered agencies against the
agreed back-to-back contracts and service level agreements with all preferred vendors —
based on the master agreement between the HRM Resource Centre and the Council. This
ensures that the HRM Team is evaluating the vendors to service levels that are consistent
with the Council’s aims and objectives.

The evaluation process will include the following features:

* Agreement of required service levels

* All vendor actions recorded automatically on Workflow

* Detailed vendor performance reports produced from Workflow and through online
surveys '

* Structured reviews and feedback

» Structured audit programme

Vendors’ performance against the agreed levels is then measured quarterly against both
benchmark and peer group performance.

Agreement of required service levels will be made during the four stage vetting procedure
prior to appointment of the agency onto the tiered supplier listing. This procedure is detailed in
depth in operational question 6.5 but involves the HRM account manager or supply chain
manager consulting with the potential agencies to promote opportunities and benefits of the
process, the reasons for the required service levels and discussion of any agency-raised
reservation to specific service levels. : -

All agency actions are recorded automatically on Workflow as all agencies are given a
password-protected web-portal to submit their candidates online to the Council. In addition to
the simple submission of candidate details through CV attachments, the agencies are also
required to confirm compliance with the Council’s policies on placements for each candidate
supplied through completion of an online “guarantee sheet” confirming that all checks
regarding eligibility to work in the UK, identity, work permits, professional qualifications, CRB
checks, licences, certificates, tickets and references have been evidenced prior to any
temporary commencing an assignment.

Detailed vendor performance reports are available through Workflow because the
implementation of the technology ensures that all recruitment information is stored centrally
with reporting available upon any aspect of the agency performance —~ from measuring their
initial speed of response and compliance with screening requirements to assessing the
workers suitability in the perception of the line manager upon conclusion of their assignment.

Reports can be generated for all agencies, set tiers or individual vendors within a specified
historic timeframe and capture and display 38 separate data fields per vacancy. The
performance reports provide recruitment statistics for agencies. They are used to assess

agencies against agreed service levels, and for comparison between suppliers during review
periods.
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