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	1.   
	Introductions and Apologies 




Councillor Mark Santos (Chair) introduced himself and welcomed everybody to the meeting advising that this was the last public session of the Fairness Commission. 

The Chair highlighted the ways members of the public could engage with the Commission including placing comments on the pin boards displayed at the back of the room, submitting evidence online and by post. 

All Commissioners present in the room introduced themselves. 

</AI1>
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	2.   
	Serving Redbridge 




Marj Keddy (Chief Human Resources Officer, London Borough of Redbridge) gave a presentation on the role of Human Resources in serving residents of Redbridge.  

Marj highlighted that it was a challenge to demonstrate the role HR had in serving residents, the evidence pack provided gave some background information on what HR does. The organisation was set up to succeed, HR assisted in getting the right people in the right place at the right time with the right skills for the right cost.

The main aspects of the presentation covered:

· The Redbridge approach started with vision. The Council’s Corporate Strategy set out the strategic vision for the council and within that a People Strategy had been developed. The People Strategy was colourful and set out what would be done to bring in, develop, engage and motivate staff as well as exit the council. It was very comprehensive and what was believed was required to get the workforce needed to help the community and deliver the Corporate Strategy.

· HR added value and Council tried to be an exemplar employer;  the Council was the largest employer in the community which was hard to do with a backdrop of cuts. HR had the internal role of looking after the workforce but also very aware of the role of councillors who were doing good things for the people in the community.

· Workplace health was more important and part of Public Health agenda. There were also a number of opportunities for young people. Commonly the age profile in local authorities tends to be at the higher end. The average age of the Councils workforce was 47.  There had been proactive work to get young people via apprenticeships.

What are the challenges for HR?

· The People Strategy was aligned with the Corporate Strategy to make sure that the Council had the staff required to deliver to the community. 

· The Council tried to get the best from its staff even though the Council was facing significant cuts at the moment. In the last year the Council had made over 100 people redundant, some of these people had worked for the council all their lives so that was very tough and against this backdrop it was hard to keep people engaged but the Council does quite a lot of work to help people ‘exit with dignity’; ensuring they had the skills to do whatever they were going to do next. 

· There are a couple of Case Studies on how HR helped service areas to support their staff.

· HR were currently carrying out a big piece of work for the new administration around new values and behaviours. Some of the easier areas were around intellectual strategy; 

· the harder areas are to get the Council’s workforce to behave in different ways;

· The Council needed to get people to be commercially focused and, at the same time, be able to empathise with people in community. 

· That is quite a challenge for the Council and not a skill set normally associated with local government workers in the past. 

· The Council  needed different things moving forward and, as an employer, the Council needed to align itself with these also making sure a good service continues  to be delivered to the public.

· Performance Management was about getting people to deliver what the taxpayer paid them to deliver and the Council was constantly refreshing that and reminding people to be able to describe what good looks like and how they can add value to the community. 

· The presentation slide shows what HR does and how HR adds value to outcomes for residents. 

· The Council paid out about £348m a year for payroll and pensions so HR had a big operational role to play;

· There were a lot of junior staff working for the Council that do a lot of technical process work so they were very interested in the work of the Commission because they do not get paid high salaries but they lived locally and felt committed and passionate about what was going on in the community because they were part of it themselves.

How is the Council an exemplar employer and how does it take care of the most vulnerable, including some of its employees? 

· Since Public Health started working with the Council, there has been joint work on what a healthy workplace is about and how the workforce could be ambassadors within the community advising on how to eat healthy and exercise;

· The Council had over 7,000 staff which could be a voice that can be very powerful to help people in the community to take care of themselves;

· .

· The Council created opportunities for young people. Some other Council’s had taken a big bang approach and created 200 apprenticeships but this needed to be meaningful. 

· The Council tried to make sure that young people were set up to be successful in the future. The Case studies in the Evidence Pack show young people talking about their experiences working for council. A touching example was in social care, which indicated how the younger generation were able to empathise with the older more vulnerable generation. Some of those apprentices became permanent employees within the council.

· Sickness absence was always monitored across the council;

· It was particularly challenging when times were hard but over 81% of staff had no absence at all but there were a high number of staff that had more than 6 days or 3 episodes in six months;

· This could be a substantial cost to the Council. On analysing the trends, the correlation between the lowest paid and highest paid staff and the spikes were in the middle management levels;

· Excellent support was provided to those who were sick; all sickness was considered as genuine and the aim was to get people back to health as quickly as possible.

· The Council in conjunction with Public Health was carrying out proactive work, . The London Healthy Workplace Charter sets out very practical, common sense principles on how people should be nurtured and prevent  them getting sick in the first place;

· This was a work in progress and the Council are committed to achieving the standard and had also achieved ‘Commitment’ level of the Charter;

· The aim was to achieve higher levels of accreditation in future years. If people were healthier they were going to be more productive and more engaged with the organisation.

· Apprenticeships were available for young people and there was also an ‘entry into employment’ programme. 

· This was for young people who struggled at school and needed work experience. It had been very successful in the context of their background. A lot of the work the most vulnerable have been used to doing had been taken over by technology and a lot of young people need one to one supervision. 

· This got more difficult for managers as their pressures increased , but Clusters were challenged to be more innovative and some had been very successful and won awards. 

· Now the Council was in a different time and there were significant challenges ahead so it would be interesting to see what happens.

· In the context of the workforce, which was around 2,600 at the moment, the Council tried to create opportunities for young people.

· It would be more beneficial for young people to have exposure to both the public and private sector;

· Generation Z information showed that young people did not want to stay in one place, they want to move around and get different experiences,

· The Council also had a graduate programme that was very competitive. The Council received thousands of applications every year but it also already  attracted graduates as part of the normal recruitment process and the Council already had  some excellent graduates that came through the graduate programme.

· The Council had already started a new initiative working with schools to get young people work ready;

· The Council had funding through regeneration and aimed to target 300 pupils this year.

Some of the challenges facing HR included

· continuing to be a good employer. 

· The Evidence Pack shows the21st century public sector worker eg, the profile of a social worker was different now because the Council was enabling people to take care of themselves and choose what they want to do with their personalised budgets. This was quite a challenge with the Care Act ensuring the Council had the right combination of skills for the future.

· The Council was always trying to attract younger people while still reaching out to the community and encouraging people to apply; 

· The borough had an expanding population while still in the process of cut backs, this was quite a challenge, even just to make sure employees were paid on time. 

· Having the right skill set to engage and empathise with citizens with a backdrop of needing to be more commercial. That was two different skills sets so the Council was required to make sure people can relate and understand and work productively, coproduce with people in the community. It was a real challenge for HR on how to gradually change the skills profile of staff in the Council 

· How the Council managed the expectation of the public. The Council needed to ‘nudge’ behaviour and get people to do things in different ways and do more for themselves.

Commissioners asked the following questions:

5% of the workforce had a disability compared to 17.5% of the population. The apprenticeship scheme had about 8 people which was about 7.7%, was this considered as a priority? 

Do you focus on providing real opportunity for disabled people to work?

Do you focus on providing real opportunity for disabled people to work?

In response it was noted that this was one of the issues the Council focused on. Every quarter HR sends each service area a profile of their workforce and there was an attempt to encourage each service area to get a workforce more reflective of community. 

HR had been involved in a number of initiatives over the years and researched has indicated that many people would not disclose they had a disability. A lot of people wait until they secured a job before they disclosed their disability for fear of being discriminated against. 

The Council was signed up to the DWP two-ticks so as long as applicants met the criteria they were guaranteed an interview. Other Council priorities included getting more women into the top 5%.

What was meant by being commercial?

In response it was noted that the Public sector had never had a commercial brain, for example, on sickness absence HR had challenged managers to make sure they managed their absence and know the cost. 

Managers found it difficult to connect with the cost because it was not their money. There were many more examples.

The Council delivered training to schools so there was a need to make sure the council was not subsiding this and that and it paid for itself. 

The Council used terms like ‘return on investment’ to make sure people know the actual cost and decide what was charged to demonstrate schools were getting value for money. The Council was moving to a more commercial world where it needed to understand the costs and recoup that and be competitive.

.

Good people from all levels were being lost and one of the consequences was that consultants are brought in. Is that an effective Redbridge?

In response it was noted that at any given time the Council had about 300 agency workers and they add great value. About 10% of these were consultants.  The Council always tried to encourage managers to look inward first and develop the skills of the people it already had. This was still an ongoing process which had not been solved yet.

The local government framework made it difficult because it was bureaucratic so the Council needed to align the people who had the skills with the consultants brought in so when they leave the skills were kept within the council to carry on the work. 

In London Redbridge are in the bottom quartile as far as the number of agency workers. The Council was currently reviewing the work of consultants. The ultimate aim was to have a workforce that included all types of workers, agency, younger people, older people, consultants etc; people with different skills so the Council did not put all its eggs in one basket and be reliant on just one type of person. The key was to develop the workforce the Council had while learning from consultants.

Are we going to ensure that the £140K of regeneration money was targeted on disadvantaged groups eg Roma?

There were specific outcomes which the Council was looking for and most of the funds would go on work in schools. When the Council worked on the apprenticeship programme it tried to bring in young people from the community and try and target the NEET group rather than a specific ethnic group and they may well be included in there. 

Camden did a similar Fairness Commission and they found that they had a problem that they were not flexible enough when women had children. Do we have a problem with losing women after they had children?

In response it was noted that predominantly the workforce is female. The Council tried its best to accommodate flexible working practices. With technological advances there was a need to be more open minded and encourage different ways of working and be flexibility. The Council had good policies that encouraged flexible working including flexi-time, part-time, term time etc  which do work well. The Council had high take up including from men.

Accessing childcare was an issue for parents going back to work. There were sustainability reports done on levels of childcare available within each borough, what is the situation in Redbridge?

In response Marj advised that she did not have the knowledge to answer this question informed Commissioners that there was a lot of information online and Children’s Services would be best placed to answer that.

You talked about nurturing and developing people. Public service was built on bureaucracy and needs a robust succession plan, does Redbridge have that?

In response it was noted that the Council does have a succession plan. The People Strategy was the starting point. All Chief Officers were encouraged to develop their own People Plan, which was essentially a succession plan, and looked at every aspect of the workforce. It helped managers understand the profile of their workforce and what they were doing to develop people to move on. There were  Business Partners within HR who had these discussions with them and developed a set of action plans. HR wants to improve the BME workforce, which had been gradual as the Council always appointed on merit. Managers were advised to look at their Recruitment Strategies. The Council was developing a People Plan for social workers, how the Council recruited and retained them, keep them engaged. This way of working is working very well

Thank you, this fitted in with the theme of invest money to save money later, prevention.

HR has an impact on outcomes. Can you talk about how we recruit to deliver those outcomes?

In response it was noted that the Council used the values and behaviours as part of recruitment. How do we get the workforce to empathise and understand the needs of the community? Rather than asking how would you manage a team, be more insightful and get them to tell us how they will behave in a particular scenario. Test it more than we have done in the past. Research shows that one of the worst predictors of success in a job is the job interview. 

HR try to include additional assessment techniques. The Council was due to appoint a new Chief Executive and the recruitment process will be very rigorous because the successful applicant would be required to espouse those behaviours that the administration had signed up to. The Council will advertise on Redbridgei and applicants will be put through practical scenarios like prioritising an in-tray rather than hypothetical scenarios. This will be different to what had been done in the past and will take a couple of years to embed because it will need to be built int into individual performance plans and people held to account.

The current structure is hierarchical and rigid and if our ambition is to be more dynamic and keep people engaged and empowered. Can you talk about that journey and how we will know when we get there?

In response  Marj asked how do we know what good likes? We start from the Corporate Strategy, which has clear outcomes. It all links to cause and effect; an HR person in payroll needed to understand how they fit in to contributing to the community outcomes. If payroll do not pay the refuse collectors then they won’t turn up for work and the streets will be dirty. The Employer needed to have discussions with employees on cause and effect. Coming back to organisational development, the People Plans have a section on organisational development. The Council does have a hierarchical structure and maybe decision making was not happening at the right level. There was no point asking a person at the top about the special needs of a particular disabled resident? The person dealing with that client was required  to make those decisions. So employees needed to be empowered. The People Plan talks about the span and depth of the organisation and starts to build a different shape of the organisation to make it flatter. It was up to service areas to come up with their plans to do this. We need strong management and leadership as well.

 A question on diversity. I used to work in a borough and remember a mentoring programme for BME communities. Are there strategies to make sure the council looks like the community? The evidence we have seen suggests that when people speak to senior managers they do not reflect the community. How can you practically address that?

In response Marj noted that this was difficult. She advised that she used to work in the Cabinet Office where there were initiatives to ensure the workforce reflected the community and it never worked because these things had to be done  carefully. You had to make sure you appoint on merit and get the right people. The Council does have a mentoring programme that stretches across all London Boroughs. That is one of the most powerful ways people develop. One of the concepts of the mentoring programme was ‘upward’ mentoring, which enabled those with years of experience to learn more from the younger generation. You get a different insight and a different mindset and it gets older people thinking about what ‘good’ will look like long term. We can do more and the People Strategy will look at that and we can include more about that relatively easily.

One of the problems is that when redundancy is offered the people who take it are those who can get better elsewhere. Have we got a strategy in place to make sure we don’t lose essential skills?

In response it was noted that this was quite a challenge because when the Council  launched voluntary redundancy (VR) the danger was you lose vital skills. It comes down to a frank discussion with manager and employee. But if that person really wants to go then do we really want people to stay if they are so fed up with the organisation. We have a simple tool that helps managers look at their workforce and look at the people who really want to stay and deliver their best. Those are the people we want to keep. There is untapped talent at junior level because we don’t nurture as well as we need to. They are the future so we need to learn from them. We did lose some skills but we did keep some too. It was up to the Council as an exemplar employer to have those discussions and motivate people. The discussions were not easy but it is doable and we are doing a lot of practical things.

A lot of the good activity in the borough stems from individuals and when they go the activity withers and dies in most cases because we don’t have organic activities. Are you aware of the problem and what are you doing to stop it happening.

In response it was noted that it was frustrating when people leave and the knowledge goes with them. We have to try to keep that knowledge within the council. It’s incumbent on us to manage that knowledge well and make sure we do not lose it by ensuring the business case shows what we are going to do when that person goes and who is going to pick up that work. It is reliant on a lot of people to work collaboratively so is a challenge, especially the knowledge management part.

The Chair thanked Marj Keddy for presentation and evidence pack.
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	3.   
	The Role of Finance 




Mark Green (Chief Financial Services Officer London Borough of Redbridge) gave a presentation to the Commission which focussed on:

· How financial factors affect the Council, Borough and implications for fairness

· Role of the Finance Service in the Council

The impact of financial factors on the fairness agenda:

· Mark advised that Council budgets were under huge pressure at the moment;

· The Council had published a Medium Term Financial Forecast which showed that in three years’ time the Council would have a £58m budget gap which was a third of the budget that the Council controlled;

· This would have an impact on the level of service that the Council can provide to the community;

· Government policies made the position worse because it created further demands, e.g. tax credits may reduce household income making people more dependent on the Council Tax reduction scheme, which meant less revenue for the Council and potentially more expensive to provide housing;

· The National Living Wage, although laudable, would affect the Council, particularly in social care as those employed by contractors would see an increase in wages which was an additional cost for the council and makes the position more difficult;

· Limited fiscal autonomy – there had been a lot of rhetoric about giving power back to local councils, in fact Councils were constrained in what they can do;

· It was not just a case that the Council can raise income to cover its costs;

· The previous government limited to 2% the amount of Council Tax increase Councils could make;

· Local Authorities are waiting for the next Spending Review in November to see what the current government will allow Councils to do; 

· Redbridge is revenue poor but asset rich, the Council’s turnover is about £800m a year;

· Redbridge is a big organisation with substantial assets of over £1bn and because of that the Council had a major position in the local economy;

· If the Council used its position wisely it would have huge beneficial effects;

· Any new revenue spending initiatives need to be self- funding because there was no new money, as the Council was required to reduce spending it was not realistic to expect it to spend more money;

· The Council was required to meet its statutory responsibilities, so it was not realistic to increase revenue expenditure; 

· There was however scope for invest to save initiatives, the Council could spend capital money providing it could demonstrate a return on investment;

· It cannot spend more revenue funds but it can invest for the future.

There were a range of important roles Finance Service do including:

1) Financial planning

2) Resource Management

3) Procurement

Financial planning 

· i.e. the annual budget process, the Finance Service had just started the process for 2016/17 by publishing the Medium Term Financial Forecast;

· A budget was being worked on to take to Council in March 2016;

· As far as equalities was concerned, Financial Services operate in a strict legal framework considering the equalities implications of the budget options;

· Financial Services were doing the right things to make sure the service was compliant in its financial planning but there was more to it than that and that was  where resource management comes in.

Resource Management was involved in managing the Council’s assets. 

· This involved responsibility for the Council’s investments and borrowing;

· Including looking at the treasury management side of things, the Council’s physical assets: property and land holding;

· The Redbridge Investment Vehicle was looking at how to get the most value from the Council assets, ensuring the Council was getting the best return, both financial and value for the borough;

· A report will be going to the Council’s Cabinet in November to set out the interim findings.

· Financial Services also looked at Capital investment spending as part of the budget process eg, investment in school expansion to meet the requirement to provide school places;

· Details of the Capital programme were in the Evidence Pack provided, half of which was on schools;

· As part of the budget planning process Financial Services were also looking at bids for housing and capital spend to address the problem of providing temporary accommodation.

Procurement was also part of Financial Services responsibilities. 

· The Council buys about £240m of goods and services each year;

· A breakdown of how that money was spent is provided in the Evidence Pack, a lot was on construction but also covers all Council services;

· It was important that the Council used its spending power wisely to get value for money and to do good in the local economy;

· Financial Services monitor how much of that spend was done locally in Redbridge; Within the framework the Council operated in, the Council does what it can to achieve social value e.g. with the school meals contract going out to tender, the Council were building in requirements to provide apprenticeships and to tackle obesity.

· The Council was in a difficult financial environment, which constrains what it can do, but it had the scale of operation and the capacity to invest to set ambitions for the future which may have longer term benefit.

Commissioners asked the following questions:

· There is no avoiding that there is not much money, but there are concerns that that the Council conflates value and cost; that cuts are made because they are easy to make, eg, when a contract comes to an end we just do not renew it. We do not think about modelling impact of some of the cuts we make on future costs, there may be false economies in some of the cuts that occur. 

· There is always a tension between meeting the bottom line and delivering value in a nuanced way. How do you support colleagues to take a nuanced understanding of value and thinking about the long term financial costs that might be incurred through particular cuts now and thinking about how financial decision are made over a long term perspective? This is not easy when the financial cycle works in a short term way.

· In response it was noted that the steer that Council officers get from a political view point is about making savings that improve the efficiency of the Council rather than impairing the Council’s ability to provide services to the community. 

· There was a project ongoing at the moment on rethinking support services which would not have an impact on residents but would lead to the Council being internally more efficient in what it does. There was a strong push from the current administration to find efficiencies than have a damaging effect on the community.

· Local Councils were democratic and had an open and transparent process in comparison to other organisations, so all of the decisions were made in an open way. The Council published its budget proposals and would be launching this Autumn, as had been done in previous years, the YouChoose budget consultation tool that gets people to express a view on the budget process. 

· There was always a lot of debate about the budget options at Council and often things that are of concern to the community are taken out or amended so the public are able to steer the process for making savings. The Council still had to make the savings but it was not arbitrary.

· There was a tension between statutory acute high cost services and the more preventative services; who leads in the council on challenging the decisions to ensure you are getting the right balance of savings so that all of the resource does not pile up at the acute end of the spectrum, which has worse outcomes for people, particularly those who are most disadvantaged?

· In response, Mark Green advised that finance facilitates the process because Financial Services were involved in the meetings with officers, directors and politicians about the difficult decisions. They were difficult discussions and yet there was always the requirement to meet the statutory services and the burden of delivering those statutory services is going up which can crowd out the other things.

· The question was always asked: if it is a statutory service can we deliver it in a cheaper, more cost effective way? It was not enough just to say it was a statutory service, it was challenged to determine whether the service could be delivered in a better way. If it can then it leads more capacity to deliver the preventative work and the things that have a bigger impact on the community. That was a debate ongoing at the moment.

· Public services starts to think about themselves as owners of stuff, you talk about the Council’s assets but I prefer to discuss Community’s assets because the community own the assets. What do we do to make sure we do not sell everything to deliver services and find that we no longer have anything to sell and no money to deliver services?

· In response,  Mark noted that the Redbridge Investment Vehicle (RIV) should not be seen as the Council flogging its assets. There are strict rules the Council had to follow about converting Capital assets into revenue so it cannot just sell assets to fill a revenue gap. It would be wrong for the Council to do that. Do not imagine that making better use of assets meant making the maximum possible capital receipt.

· It might be useful to make sure people know that, because the impression people may have is that Government sells assets to plug a gap. If that was not the case then we need to tell people so they have a better understanding of what the Council is trying to do with its assets.

· Why was there funding available for capital spend and not revenue? Can you explain why you cannot convert capital expenditure into revenue?

· In response it was noted that the Council does not have to pay for Capital expenditure now, the Council can borrow to cover capital expenditure, usually from the government for up to 50 years. 

· The Council still had to pay it back but it can be spread. The Council had to make sure it could afford to pay the interest and capital. The Council had a Capital Programme of about £240m  and it can spread that cost over a period of time.

· In terms of the RIV the income you have is Council Tax receipts and grants from Government; are you looking at innovative ways to generate income?

· In response, Mark said Yes. The Evidence Pack detailed the sources of income the Council had. These included Council Tax, grants, business rates (although Redbridge had comparatively small business rates income, business growth would make a difference), fees and charges eg, planning fees so if there was growth in the construction sector it meant more income. Vision RCL are generating income from leisure centres. The Council prefers to plug the budget gap by generating income rather than cutting expenditure.

· The Council was the largest employer but what we needed was a more vibrant economy, with more construction of business and residential units Redbridge will be in a better place?

· In response, Mark said yes.

The Chair advised that due to time constraints any further questions should be sent to officers via email.

A Commissioner advised that given the situation the Council was in the FC should avoid recommendations that cost money.
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	4.   
	Redbridge Citizens Alliance 




Father Stephen Pugh (Chair, Saint Margaret’s Church) Eunice Zamba (Social Care, On the Rock Church), Bernadette Harris (Social Care, Saint Thomas of Canterbury Church), John Clifton (Housing Salvation Army) all representing the Redbridge Citizens Alliance gave a presentation on its role in the Community.  

Father Stephen Pugh provided Commissioners with information about the Redbridge Citizens Alliance and issues which were pertinent to the Commission.

· Redbridge Citizens was the local chapter of London Citizens UK, they were members of  TELCO (The East London Communities Organisation)which was made up of 75 faith, youth and education organisations across 5 North East London Boroughs (Tower Hamlets, Hackney, Newham, Waltham Forest and Redbridge);

· In Redbridge, Redbridge Citizens was made up of seven organisations (On the Rock Church, Ilford Salvation Army, Saint Thomas Catholic Church, Trinity High School, Saint Margaret’s Church, Saint Antony Primary School and the Diocese of Brentwood). They represented about 6500 people in Redbridge;

· Redbridge Citizens was a power alliance in civil society working for the common good and specifically, they worked on issues that the seven organisations felt that they needed to address in Redbridge. From their work they aimed to hold to account business and government;

· Redbridge Citizens were committed to building a stronger and more integrated community in Redbridge. They encouraged schools, faith and non-faith organisations to join them in that task of trying to build in Redbridge an agenda for social justice;

Father Stephen advised that the Redbridge Citizens Alliance would focus the Commissions mind on two issues which they believed would say something about what fairness would look like in Redbridge:

1) The living wage and how that relates to care workers

2) Affordable housing

The handouts provided summarised the main points.

Eunice Zamba  – highlighted her personal experiences to the Commission.

· She had lived in Redbridge since 2002 when she came with her husband from Zimbabwe after they had lost everything;

· In 2003 her husband passed away and she became the sole bread winner for her three children;

· Although she had qualified as a dental nurse in London, she had always preferred to be a care worker as she loved looking after people and seeing them happy;

· In 2006 she started to work in a care home, The Old Registry in Seven Kings as she wanted to give people the chance to live normal dignified lives;

· she did their shopping, washed them and talked to them when they were lonely; Being a care worker meant that she became the family that so many elderly people did not have;

· However, she was only earning £6.90 an hour;

· she did other work that paid better but her heart was with the older people that she cared so much about;

· It was difficult as a single mum to support her family particularly as one of her children had university fees to pay;

· She was also paying fees for her other two children who were in Zimbabwe;

· £6.90 an hour also meant that the only way she could survive was to work two jobs; day and night, sleeping only three hours a night and spending no quality time with her children;

· That is why paying care workers the living wage was so important to me;

· It respected the important work that Care-workers do and made sure that they could look after their families.

Bernadette Harris informed Commissioners that it took courage to share a personal story and believed everybody would be touched by the story of care workers.

Bernadette advised that she 

· had lived happily in Bridge ward for 40 years;

· her background was in nursing in public health;

· As a nurse you were aware that jobs, quality of life and quality of employment had a major impact on health; 

· She had been involved with Citizens UK since the late 90s as a volunteer;

· She was aware of what poverty does to individuals, families and communities; 

· She had seen it first- hand;

· Citizens UK supported the belief that work should be the surest way out of poverty and that no one should do a hard day’s work for less than they could live on; Citizens UK launched a campaign for the living wage in 2001; 

· Redbridge and Waltham Forest were one of the first organisations to pay it;

· The social care campaign was launched by Citizens UK in 2013;

· It was a movement of care recipients, their families, care workers and communities calling for a better quality of social care and a better deal for care workers;

· Citizens UK had representatives from churches, synagogues, mosques, universities and other civil society organisations came together to launch the Citizens UK Charter;

· This Charter called on civil society, government, care providers and commissioners to come together and implement better standards for social care;

· Redbridge Council took the Charter when it was launched and tested it against what they delivered;

· The Council delivered 75% of it, the one thing it did not implement was the Living Wage;

· Redbridge Council is a Living Wage Council;

· The Charter was endorsed by Redbridge Council in May 2014 and was endorsed by Cllr Wes Streeting;

· Citizens UK held a Social Care Tea Party, which was attended by Cllr Mark Santos, to look at the quality of care in Redbridge;

· Most people in the north of the borough were happy with care but the south was a different picture and this was the commission’s challenge – to find the inequality in the borough;

· Those who have more get a good quality service and those who have less get a poorer quality service;

· Redbridge council became a Living Wage Council for directly paid staff but it did not include the third party contracted staff such as EZ;

· Who was responsible? That was the challenge. 

· It was known that a number of Councils across England had implemented a Living Wage, like Islington, Camden, Greenwich, Brent etc. for care workers it delivered a better quality of care for service users, it improved value for money in the commissioning of care, increased productivity, wider economic benefits to the system eg, reduction in absenteeism.

· Redbridge Citizens Alliance(RCA) had a simple ask of the Fairness Commission; to address the inequality between the directly employed and the contracted staff with a recommendation that Redbridge Council review all existing contracts, renegotiate them where necessary to insist upon payment of the Living Wage and build the Living Wage into the Council’s Procurement process.

· RCA knew it was a challenge and would take some time. They had worked with other boroughs and were happy to work with Redbridge to implement the Living Wage.

John Clifton advised that his focus was on affordable housing.

He thanked the Council for implementing the commitment Cllr Streeting had made last year to implement a landlord register to guard against unscrupulous landlords. 

He advised that they wanted to continue to work with the Council to make sure it was enforceable.

However, the housing crisis continues, Poverty and inequality in housing affected us all;

 The Salvation Army ran an advice clinic;

There were many stories of unaffordable rent, single people unable to buy and communities being ripped apart because children were unable to afford to live near their parents or grandparents.

There were two futures for housing in Redbridge 

· one that only works for wealthy people with the building of luxury flats by wealthy developers 

· one where housing developments benefit ordinary local people

The first option could be termed the ‘Pioneer Point Vision’ –

· two big towers were built in Ilford and the company negotiated away their affordable housing commitment and refused to pay its affordable housing contribution for seven years;

· It was now worth over £5m;

· The financial contribution was due to be paid to the local authority once the buildings reached a 75% occupancy rate;

· It was never in their interest to reach this threshold. 

· The result was the smaller south tower stands empty while the housing crisis continues.

The second could be termed the ‘People’s Vision’ – 

· one principle, one concept, one opportunity;

· This was Redbridge Citizens’ response to the housing crisis;

· The principle is that local people must benefit from all housing developments;

· This meant that developments must all provide a significant percentage of affordable housing and contribute to community life. Community Land Trusts (CLTs) were a way to do this.

· CLTs provide genuinely and permanently affordable home ownership to address the growing gap in the housing market between people who qualify for a council house and people who can afford to buy or rent their own home;

· CLTs do not require a government subsidy or reduced profit margin for house builders;

· It enabled the land to be bought and kept in community ownership in perpetuity, passed down through generations;

· Houses were rented or sold at a rate linked to local income rather than the inflationary cost of land;

· CLTs are democratic membership organisations open to people that live, work, study or worship in an area;

· The classic CLT board was made up of 1/3 residents, 1/3 civil society organisations and 1/3 independents;

· Earlier this year a consortium including East London Community Land Trusts received unanimous approval from the London Borough of Tower Hamlets for finalising London’s first CLT at the St Clements Site in Mile End;

· There was a big opportunity in the Ilford Housing Zone, £500m will be spent on over 2,000 homes built in Ilford by March 2021. 

· 25% (500) will be designated as affordable. It would create 4,000 jobs and 150 apprenticeships.

The question was whether this was a Pioneer Point Housing Zone or a People’s Housing Zone? Will it make developers wealthy or will local people benefit? 

RCA solution was a specific ask of half the affordable housing allocation to be a CLT and for all the jobs created for the development to be Living Wage jobs for local people. This would make sure these homes remained  in the community, for our community in perpetuity and all the jobs were for local people being paid London Living Wage of £9.50 per hour as we think our care workers should as well.

Father Stephen thanked Commissioners for allowing RCA to make their presentation. He asked that Commissioners seriously consider the two main points on Living Wage and CLTs.

The Chair thanked the RCA presenters for their clear asks and for the presentations, particularly Eunice Zamba for presenting her own personal story.

Commissioners asked the following questions:

· With the proposed right to buy for social housing associations, will CLTs be impacted by that?

· In response, John Clifton stated no. CLTs were owned by the community in perpetuity so will not be subject to right to buy.

· From the Chamber of Commerce’s point of view, no one in Redbridge thinks that Pioneer Point has been good for Redbridge. My personal view, much of the housing in central Ilford has never fulfilled the purpose for which it was put there. We seem to be storing up problems for the future. The young people who are educated here are then unable to afford to live here. I hope that one of the recommendations will be about CLTs.

· Islington Council did the first Fairness Commission and were in favour of the Living Wage policy and in favour of cutting income inequality within the Council. They cut their Chief Executive’s salary by £50k and cut the two bottom tiers of bandings and went into direct negotiations with outsourcing companies to pay the Living Wage. It had not been easy and they have not got all of their care workers onto Living Wage yet because a lot of them are national organisations who, if they implement it in one area, they will have to do it in others. If this is a proposition that the Commission is in favour of then there is an opportunity to think about how we might use limited resources more creatively to tackle poverty and inequality. The timing is helpful in that respect

· If we followed your avenue then it would make a statement of intent about Redbridge and how it saw its employees. It was not easy and will not happen overnight but we can start to chip away at it we are saying how we perceive Redbridge and how we perceive fairness in Redbridge.

· You made the point that you want local housing for local people. What is a local person to you when the community is very mobile?

· In response John Clifton stated that it could be defined as people  who lives, work, worship or study in the Borough; people who invest in the fabric of the community. 

· So it could be for 10 years, 1 year or 1 month?

· In response John Clifton stated that needed to be defined within the establishment of the CLT. If you talk to any leader of a congregation within the borough one of the difficulties you will find is change. Some people can only be here a short time before they have to move one. What defines someone as local will be within the remit of the CLT.

The Chair thanked all presenters for their presentation.
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<AI5>

	5.   
	Fairness and Inequality - A Private Sector View 




Harry Polhill from Meyer Bergman gave a presentation on the Private Sectors view on Fairness and Inequality.

· Harry advised that he worked for Meyer Bergman, a European Private Equity firm operating in all parts of the EU and Europe. 

· The company specialised in purchasing real estate and investing in businesses, and his role was on the property side specialising in regeneration projects. 

· His two projects at the moment were the Ilford Exchange and a project in Bradford;

· His background was retail and town centres, including struggling towns and towns competing for their place and those on a strong footing in the South East. He could talk about the built environment, Planning, employment and skills and where things could be seen going locally, nationally and globally;

What is equality? 

He advised that you get many different definitions but it is the unfair rewards or opportunities for those of a certain social status within society. Social inequality falls into three categories: wealth, income and opportunity. 

He stated when he spoke of opportunity, he referred to education, race and patronage and influence. All were prevalent in today’s society;

Redbridge had a disparity of wealth and inequality. There were many ways people look to address these left or right;

The left believed  that you need progressive taxation and redistributive measures, which he favoured;

The right believed that you need more equality of opportunity, give those on the lower rung of society a greater leg up;

You can do this in the free market by looking at employment, unemployment and the wider influences that has. 

Unemployment in Redbridge was below national average and just above the London average;

 However, that masked disparities between ward to ward. 

Harry advised that his focus was Redbridge, the High Street and town shopping centre in Ilford and there were evident signs of inequality and social issues in and around the town centre.

One way to look at this would be what type of employment do you have in Redbridge, and is that employment particularly secure?

Deloitte released a report early this year that looked at what sectors are at risk in the next ten to fifteen years and which sectors are likely to grow more strongly. 

Low skilled and administrative jobs were most at risk, specifically, administrators, clerical work, low skill production, transportation and support staff etc. 

Across the UK, those earning less than £30K were five times more likely to be replaced by automations or robotics in the next 15 years;

In London it was eight times more likely than those earning £100K per year;

The bottom rung of society in terms of income in low skilled jobs are most at risk because of the technological change coming in the employment sector.

There was a real danger in a widening of social inequality when it comes to income and wealth;

 Those who are well educated and well trained will continue to earn good money; Those who are not well educated and not well trained who find it harder to adapt will fall further behind; 

Those low risk jobs were skilled management, financial services, computing, science and creative industries and media;

Unless these changes were understood by employers, policy makers and educators, there would be greater widening in society between those earning and those not. 

What policies will you put in place to address that?

· Deloitte’s report says 30-40% will be replaced by automation. An example would be going to a Sainsbury’s where customers now scan their own shopping, whereas a few years ago they would have 3-4 staff on tills;

· We invest in businesses and all sectors are looking to review their cost bases. If you find an automated system that reduces labour costs, they will consider it seriously; This would be an issue for all people working in the UK and Western Europe and globally;

· The pace of technological change that is coming is breath-taking;

· It was difficult to look so far ahead when there are more other pressing issues but this has to be considered;

 Despite these changes there are some positives;

· Redbridge is an ideal location, though it might not always seem like that;

· Being within the London ring your issues will be similar to outside of London but there will be even harder budget restraints outside of London and even greater disparities.

· When looking at income inequality you have the super- rich and the poorest in London, so income inequality is the largest in London;

· However, the 90% have come together and the top 10% have moved out quite exponentially;

· Within that 10%, the top 1% have moved even further;

· In the rest of the UK there is less inequality because there is not that concentration of wealth;

· According to the Deloitte report 73% of business in London plan to grow their head counts due to advances in technology however, the existing workforces will have to reskill and retrain;

· There will be an issue because the young find it easier to reskill and retrain in the industries that are currently growing;

There will be a generational rift where some find harder to retrain than others and the question would be – what are you as a borough going to do about that? 

· 36% of businesses plan to increase their property footprint and 40% plan to change the way they work; 

· they will work in open plan offices and in a collaborative manner, This changes the built environment in London. 

· The Largest growth sector will be digital, management and creative skills;

· London would hire more than anywhere else in the UK;

· The dominant themes for businesses coming to London when we speak to them, is first and foremost, the financial package, how much people in London can earn;

· He stated he was in favour of the London Living Wage.

· The workplace environment is also very important to these companies; 

· There has been a shift in the way people perceive work and how they work;

· People no longer do 9-5 in an office, offices are becoming more porous, and people demand more from the environment they work in, especially those who are not highly skilled and coming from abroad;

The other big point is that people are coming to London because they want to learn new skills;

 London is fantastic for people to come from all over the world because there is every job under the sun here and they can improve their lot and their skills set;

Redbridge has to think about how it attracts those people, or does it want to attract those people? 

Some of those people are high earners. How does it attract those businesses and drive employment in those specific sectors?

· You should not look at this as a Redbridge issue. 

· The trains are just as busy going out of Redbridge as they are going into central London;

· It is a Victorian view point to think that people who live in Redbridge would only want to work in Redbridge;

· The connectivity in London now is astounding and there should not be a bunker mentality; 

· embrace what central London and areas of diversity bring because they bring back pounds in people’s pockets and they will spend it in Ilford and that is fantastic for the town;

· There are many nuances to the issues. 

How can Redbridge adapt? 

· Crossrail is a catalyst but it would not cure all the social ills in Redbridge;

· It may drive further inequality as it will drive up property prices because of the connectivity to central London;

· Like it or not, there are market forces, and you can only do some things to limit that;

· You as the public sector can guide how some buildings are structured and the CLT is a good idea for affordable housing;

· However, viability is an issue. Ilford, in terms of residential values, is the lowest on the Crossrail site and one of the lowest in London;

· The reason you have not seen the rise in development like Stratford is because prices have not caught up with Stratford yet, but they are catching up and they will get there;

· Developers, in their appraisals, have not been able to make the numbers work because the values have not been there;

· The numbers of residential developers are rising, and they are big companies that will deliver 200-300 unit sites;

· My concern with deliverability was that the Planning department will get stretched and how you guard against losing your affordability ratio;

· You either have homes with an affordability ratio you are not satisfied with or you may not have homes;

· That was a tough decision and may not be what you want to hear but that was often the case, especially in lower value boroughs; 

· Education was important, the new jobs in the creative industries; sciences etc, was not just a focus on grades but a focus on subjects and whether they are suited to the role;

· New jobs require new skills sets and you may want to assess whether the current curriculum suits that; 

· Urban design is fundamentally important as a property professional;

· Ilford has is a perception issue; when you come in on the train you see the high rise blocks;

· There was no problem with high rise (it’s the only way you are going to meet your housing targets) but design quality is an issue;

· Planning failure has been too prevalent in Redbridge;

· Public realm was also very important;

· Talk about affordable housing, that’s fine, but make sure you get your public realm as well;

· The only way you will drive improvement in the town centre is to address the public realm; at the moment it is not good enough. There are ways and means to address that.

Questions

· You talked about affordable housing as a ratio and you either accept it or you do not get the housing. Given the borough now, what ratio is acceptable to developers to deliver housing?

· In response it was noted that this was dependent on site; how expensive is it to assemble the site, how complex is the site and how much preparation is required and where are values currently sitting. If I have to give you a number then somewhere between 10-15%. If you go into a meeting with some of these developers I cannot see you getting more. 

· The Council has a number of sites they are putting for planning, If you want to get your affordable housing on top of what developers have to offer, that’s an angle you have to push quite hard. Affordable has to be sustainable, has to be built to good quality and that comes at a cost. Crossrail is a once in a generation opportunity for Redbridge, about £600m is coming with about 2,500 units and you need to have a vision for what you want Ilford to look like in the next ten years.

· The choices you gave are very stark. It may be that Redbridge does not want a 10-15% affordable housing ratio. There may be other ways of creating housing and development. My view is that I do not want to be held to ransom by developers. My experience is that they will come into an area and submit speculative planning permission, take options on land, and then they will keep on and on trying to get what they want, rather than what the local community or the council want. That is not from this area, but it has been repeated across the country, developers do not look at what the local community needs, they want to maximise profit.

· In response, Harry stated It is about free market forces versus state guidance on deliverability. The private sector will put the homes up, and it was up to Redbridge to determine whether they deem those homes acceptable for the community.

· I disagree with the presumptions that have been made, especially in this report. I heard the same things about teachers and warehouses; that these jobs will disappear because we have IT and  automation. It has not happened that way and people are predicting more jobs. People are inventive; people who are looking for a future will go into IT.

· In response, Harry stated that what he was trying to say is that skill sets change over generations, the jobs here 50 years ago are not here now, same way, jobs here now will not be here in 50 years. It is about putting in place a policy which gives the children of Redbridge today, full opportunity to seek employment when they get older.

· The Commission has never defined fairness as inequality of outcome. Inequality can be unfairness but it doesn’t mean fairness is equality. The change you described from the Deloitte report has clearly been  happening for a number of years. It was wrong simplifying the decline in jobs as just being low paid and the growth in jobs is just in high paid. A lot of the growth will be in the service industries like hotels, tourism, restaurants, leisure centres, social care etc. These are not high paid jobs. The Commission should pick up the importance of education and training as a route out of unfairness and inequality. As far as housing goes, the challenge in Redbridge is that the free market is not delivering what the borough needs.  We have one of the largest household sizes in London. All the pressure is at the family end of the market. The market has predominantly delivered over the last 4-5 years one bedroom flats built to a low design standard, sold to investors who rent them out to families who end up overcrowded and living in poor conditions. We need to find a way to deliver housing outcomes for our residents and not for people who have money spare to invest in housing. It is a particular challenge for Redbridge because another set of one bedroom flats will be a disaster for Redbridge.

· In response it was noted that Design quality was important and had been lacking in Redbridge over the last few years. You will have to start again. There is a wave of residential coming through.

The Chair thanked Harry Polhill and all witnesses who contributed to the Fairness Commission and everyone who has given evidence. Thanks to all the staff that made the Fairness Commission happen. Particular thanks to the public who have come to the meetings. 
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	6.   
	Panel Discussion 




Commissioners agreed to reflect on discussions, agree actions and more specific discussions on the concept of social value and how it might be applied to procurement processes.

· The Vice Chair provided and explanation of what procurement and social value are.

· Procurement is the process of buying goods and services eg, care services, meals on wheels, any kind of external contract you might call procurement. The Social Value Act came into force in 2012 and enables local bodies, including local authorities, to use procurement as a way of promoting social, environment and economic value. In legislation, it was set out that it only has to apply to large value contracts but local authorities have adopted it across all of their contracts to prescribe how providers maximise outcomes across social, economic and environment selection criteria like employing people from disadvantaged backgrounds, tackling obesity, reducing carbon footprint, paying living wage, etc. 

· You had to make the link between what you were buying and the benefit you want to see, eg, if you were buying computers it may be difficult to make a link to an environmental outcome unless you were creative. We have to be creative and ambitious. We need to think about how we want it included within the recommendations.

· Do you need to take into account other values other than the cost?

· That was already an expectation of procurement, so this is added value.

· It is about thinking about cost in a different way, future costs and costs outside the immediate area, avoiding costs and the preventative side of things.

· Social care was interesting because in my Human Resource experience the council had trouble getting permanent social workers and agency social workers. While I sympathise with the presenter, there was a reason why social workers prefer to work from an agency than be employed by the Council if the Council are offering Living Wage and a pension. There is a part of the labour market that wants to work on agency contracts. The Council has increased the pay twice and still cannot attract social workers.

· But that is social work, not care workers. Social workers do get paid more.

· There is a particular issue around social work as a profession to work in. It was not the type of job you want to be tied to, It was not about money, but a mind-set because of the pressures to not want to take on responsibility for a department. There are some sectors, like social work and nursing, that people do not want to get tied in so prefer agency work.

· Shall we add Living Wage and care as the third item that we might want to focus on specifically?

· That was already covered in the recommendations for a Living Wage. It has to be balanced against Council budgets and personal budgets.

· Islington brought their cleaners back in house and paid them the Living Wage. Their Chief Executive negotiated directly with the Chief Executives of the care agencies although they had not been entirely successful.

· Redbridge does not pay the Inner London weighting. Boroughs paying Inner London weighting are more likely to attract permanent staff because they pay more for doing the same work.

· The PQQ could have a weighting on the question on whether the employer pays the London Living Wage. There does not have to be a requirement to pay it but if they did pay it there would be a weighting encouraging them to pay it and they are more likely to get the contract. PQQs can be subtle and encourage people to change their practices to win a contract. The recommendation could be to encourage the payment of the Living Wage.

· I understand the desire to support the London Living Wage, but we should look at the overall cost implications for the service.

· £2m

· Then we need to think about how we fund that.

· Is that asking external agencies to pay it or in-house?

· In-house we are Living Wage. Care is one area which is almost entirely outsourced and that’s not Living Wage, nor is Vision, our leisure and culture services. It will be an additional £300-400k extra for Vision.

· There is some cynicism among some councils with Living Wage because contractors say they pay it but don’t. Some of the recommendations are aspirational and don’t look achievable or affordable.

· I understand the realism, but I want the Commission to provide some challenge.

· There was no reason why you cannot ask contractors to pay the London Living Wage. You can be an exemplar procurer. This would not necessarily increase costs, but would increase efficiencies of contractors.

· I do not share that view.

· We do not have a time scale for the recommendations. Over what period are we expecting to see the outcome of that? 

· There will be different timescales for different recommendations.

· I think the London Living Wage will be a challenge for the Council.

· Every single Fairness Commission has included a Living Wage recommendation because wages are the biggest drivers out of poverty so we cannot not include it, it is how we include it.

· And in what context, how you do it and what timeframe? 

· It would not necessarily lead to an increase in costs because of efficiencies and prevention. Partners can support if they are saving costs. We need to be creative and stop rehearsing the arguments we had 18 months ago. I don’t want to be part of the Commission unless what we do is meaningful and impactful. We need to think in a different way because the world won’t be as it is now, and you we can’t future proof everything but we need to think about the needs going forward. This is why we need a time frame and be clear about what we want to achieve. We could say by the end of X year, all contracts are….or all care contracts are…. 

· What would that time period be and does that need modelling?

· The National Living Wage has to be in place by 2020. Whether you intend to go beyond that is a question we should ask ourselves.

· National Living Wage is not a living wage and does not take into account tax credit cuts, and is not enough. We need to go further.

· That is the point I made that you have that in 2020 so we need to go beyond that.

· I would be worried if we were looking for a time frame beyond a year, as it will just be kicked into the long grass, Portfolios will change. This is one of the more immediate issues that needs to be prioritised.

· Contract are up for renewal in different sectors on a regular basis so you could use Geoff Hill’s idea of weighting the PQQ or you could just insist on it if European law allows.

· You can set an expectation for the Living Wage within your contracts. You could start with the biggest contracts with the biggest profit margins.

· It is right to prioritise Living Wage but we also need to prioritise Community Land Trusts as housing is at the root cause of extraneous costs to the council. 

· The action point is that the Council has to be more proactive delivering housing and do it themselves. Apart from the CLTs some councils have created subsidiaries to deliver affordable housing. There are different options but we cannot just sell land and expect developers to deliver what we want, we have to have a handle on the problem and try to solve it ourselves.

· What about self- build and having a mix of solutions?

· You need a controlling mechanism so after the first phase of people moving on it doesn’t fall into the hands of profiteers and lead to a rise in prices. Unless you have social housing you can keep that is going to happen.

· CLTs are scalable models for delivering vast amounts of sub market housing. They are complicated legal vehicles that take time to deliver. The East London CLT was an experiment and requires ambition. While it was desirable to think about how to deliver affordable housing, one of the recommendations includes holding a local housing conference to think about how to use local government financing, to work with RSLs (Registered Social Landlords) to develop large scale housing. Commissioners have said previously that we should use the annual housing conference to form part of those discussions. 

· Vanesa Guthrie’s idea is interesting because one of the cost barriers in London is the price of land, there is a model where you give people the land and they self- build. You still own the land but they have a place to live and if they sell the house on you get the land value back, putting the land back on the balance sheet. That is an interesting way to reduce the cost of building a home in a way that means money is not leaving the borough because the asset is still there. There are a whole range of solutions.

· There are a lot of good recommendations but I have general issues. I am concerned about the wording: needs to be clear with the use of words so people can understand it; we need to avoid words like embrace, enhance and support that do not achieve anything; need to make sure they are achievable and affordable – issues such as changing social rent, business rates discounts, Living Wage , etc, need to be affordable and might not be achievable legally. Doing something is difficult, so recommending we have a strategy or framework leaves a risk that we have a set of impressive documents that don’t lead to anything tangible. 

· Giving people business rates discounts and London Living Wage is happening in Brent so is legal.

· There might be a number of different solutions to getting affordable housing. Instead of using the housing conference can we have a policy lab, a task group that flushes out a range of issues with key people to test and work though all these ideas. We can be specific about what they look at: CLTs, self- build and the range of solutions. We give a scope to that conversation but it comes out with decent outcomes that can be implemented. Action-focused

· We could work with David Orr at the National Housing Federation and sponsor a session at the CH conference, where experts across the country are in on place rather than a Redbridge forum where the same ideas have been discussed before.

· Someone like Jon can pool what the latest thinking is within half a day, what it needs is action and commitment by politicians and senior leaders and that does not happen at an external conference. David Orr might say look at these options, but it would take someone in power in Redbridge to commit and sign up to it.

· We need to define what the ‘it’ is. Then we can decide how much we need to implement.

· We need to define the outcome and then the route to get to it rather than the route itself. If you say you want x amount of affordable homes over a period of time you can break that down into units and decide the option for delivering those units.

· Need to have targets and definable outcome and a plan to implement.

· How do we find out what the target is?

· The Council will have carried out analysis on population trends and know housing demand to set those targets.

· The housing target is 1,123 units per year.

· That is the target in the Local Development Framework which is below the London Plan target, which is below the need. The London Plan target is 1,600 units a year. Whatever target we aim for we don’t hit especially if we go for 50% affordable housing. We can’t rely on developers to deliver because they are driven by profits. 

· We should look at the work being done in Sutton to develop our own land and take the profits ourselves. 

· One way or another the council will have to be more proactive in making sure housing is deliverable, meets local needs and is affordable. The conference will be a way of exploring the various ways of doing that. 

· A recommendation around action being taken to identify what mix of provision and what methods would be able to meet the target of what?

· We should be proposing that all the housing the council manages should be made available to people who cannot afford it otherwise. The private developers will continue to build but have different targets. 

· We need 1600 units. Of that amount, what percentage should be affordable? 

· Affordable is only 80% of market rent, which would not be affordable to the kind of people we are trying to support. We need to think about how we word who we are intending to support and what the thresholds will be. 

· I understand about not being unrealistic, but we should be challenging and be pushed back. It puts a stake in the ground. 

· Currently we are achieving less than 10%. If you build above nine units you have to provide affordable housing otherwise you do not. That was overturned recently. Perhaps you can go 30%. 50% would not be taken seriously and it will frighten developers away.

· We are recommending a figure and options that the policy lab can then advise on methodologies on how to achieve that.

· Sutton scheme is mixed tenure and a long term investment.

· It should be ambitious. Officers will draft a recommendation. 

· Housing will impact on other recommendations. Need a map of interdependencies so we see the impact of the housing recommendation on the other recommendations.

· The jargon may be necessary within the recommendations as it encompasses swathes of data and ideas presented to the Commission. The jargon will be explained. Mapping dependencies will take time and there will be contextual overlap. 

· Can we reflect on the PQQs and social value? We could be ambitious by setting expectations that go beyond the Living Wage that look at apprenticeships, skills, jobs, the quality of jobs, training, flexible working, recommendations on environmental impact. Are there other issues Commissioners want reflected in a Social Value Policy in Redbridge?

· I have been thinking about an ethnical employer accreditation for local businesses to show they pay the Living Wage, have flexible working, are an equal opportunities employer.

· Why would companies want that?

· You could say that businesses need to be working towards ethical employment to be on the preferred providers list.

· A smaller employers would be at an immediate disadvantage.

· They are already at a disadvantage because contracts do not fit local business.

· When we start developing the report it will show the drivers and themes. We can use those as a set of criteria to use in a PQQ.
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