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This is a report of the first five years of activity of 
the PSF. Our achievements to date have helped to 
improve public services along a number of priority 
themes. For example, our Joint Statement on Access 
to Skills, Trade Unions and Advice in Government 
Contracting will give many of those who work on 
relevant government contracts the opportunity to 
develop skills they may currently lack, and will help 
those same employees access valuable information 
regarding their working lives. 

We look forward to working together as a forum 
over the coming years – with government, 
employers, trade unions and colleagues in the 
private and third sectors – to continue to deliver 
improvements to our public services for the benefit 
of both service users and public servants. 

Rt Hon Tessa Jowell MP, Minister for the Cabinet 
Office and Chair of the Public Services Forum

Brendan Barber,  
General Secretary of the Trades Union Congress

The Public Services Forum (PSF) brings together 
government, public service employer organisations, 
national trade unions and representatives from the 
third and private sectors. Our focus is on the public 
service workforce and the opportunities to work 
in partnership in order to deliver excellent public 
services for all.

We live in a complex world where the demands on 
public services will continue to grow and change. 
Public services, in turn, will continue to evolve 
and strive to meet these challenges. Working 
in partnership can help to make sense of such 
complexities and provides a vehicle through which 
real progress can be achieved. 

This is not just partnership between employers and 
representative organisations. Genuine engagement 
and direct involvement of the public service 
workforce is key to improving and delivering world-
class public services. 

The economic downturn provides a challenging 
background for public services and the workforce 
delivering them. Effective public services are 
dependent on the people working in the sector 
having the skills to deliver and on their motivation 
and engagement in the workplace. This is why it is 
important to ensure and sustain efforts to involve 
and invest in the public sector workforce, for 
example by investing in improving skills.

Public servants have a strong ethos and commitment 
to delivering the best to those who use our services. 
It is important that we draw on their insights 
and experiences as part of our efforts to lead 
improvements to public services. That is why the 
Public Services Forum has developed the Drive for 
Change approach that encourages employers, staff 
and trade unions to work together to develop service 
improvements. 

Foreword

Foreword
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Public Services Liaison Group, include UNISON, 
Unite, GMB, PCS, Prospect, UCU, NUT, NASUWT, 
ATL, EIS and the SoR. The trade union side is led 
by Brendan Barber, General Secretary of the TUC.

senior officials involved in workforce reform from •	
central government departments, and 

leaders and senior representatives from other •	
public service employer organisations. 

On 6 March 2008 seats at the forum were extended, 
for the first time, to employers from the private 
and third sectors. These employers will continue to 
attend two of the four meetings a year:

the •	 CBI and the Business Services Association, 
representing the private sector’s role in delivering 
public services, and 

the •	 National Council for Voluntary 
Organisations and the Association of Chief 
Executives of Voluntary Organisations, 
representing the third sector’s role in delivering 
public services.

The extension of seats has widened the PSF’s 
dialogue and engagement on workforce reform 
issues to all employers delivering public services, 
whichever sector they are in. It is hoped that this will 
ensure that the work of the PSF will benefit a wider 
workforce involved in the delivery of public services. 
It will also help the sharing of learning and good 
practice across all sectors in order to improve public 
service delivery.

As well as attending two of the four forum meetings 
a year, colleagues from the third and private sectors 
will work closely with all partners in taking forward 
the PSF’s work programme through its task groups.

A full list of PSF attendees is attached at Annex A. 

1.1	 The origins of PSF
The Public Services Forum (PSF) was formed in 2003 
to improve dialogue between government, trade 
unions and public service employers. It was established 
following a series of government and TUC roundtable 
meetings at Number 10 in the same year.

The PSF supports and encourages principles of 
partnership, workforce involvement and public 
service improvement. Its core objective is to deliver 
excellent public services for all by bringing together 
public service employers with trade unions and 
government to work collectively on workforce issues. 
It strives to ensure joined-up, effective and prioritised 
implementation of workforce reform issues, with 
an ultimate aim of improving the quality of public 
services for citizens. 

World class public services can only be achieved 
with the commitment of a highly motivated, diverse 
and skilled workforce. Getting the relationship right 
between employers and employees so that staff 
are supported and enabled to deliver those services 
is key. Developing the right workforce policies 
underpins this relationship.

1.2	 Who is involved?
The PSF is chaired by a Cabinet Office Minister: 
currently Rt Hon Tessa Jowell MP. The forum brings 
together key colleagues involved in the delivery 
of public services to represent their sectors and to 
identify a joint way forward in collective discussions 
on workforce issues. This includes:

national trade union leaders•	  from the Trades 
Union Congress and trade unions representing 
employees in health and social care, education, 
the civil service, local government and justice 
services. The unions, which represent the TUC’s 

1.	� Background
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1. Background

Where relevant, it is important that the forum 
facilitates early discussions on the implementation 
and delivery of workforce policies and supporting 
programmes of work. The forum therefore makes 
its best endeavours to ensure early ‘no surprises’ 
discussion and dissemination of relevant workforce 
issues.

The PSF is not a negotiating body. Negotiations 
between departments and unions continue on a 
sectoral or bilateral basis outside of the forum. 
That said, the forum remains the principal national 
mechanism through which government and 
employers talk to unions and public service partners 
about workforce issues that cover all government 
departments. 

1.5	 Practical solutions 
The PSF looks at workforce issues from a practical 
viewpoint. Developing workable solutions to public 
service challenges that can be used at a local level by 
public servants has been a key feature of the forum’s 
work. For example, the forum’s Drive for Change 
toolkit sets out how local employers can work 
with employees and their representatives to deliver 
improvements to their services in a way that benefits 
service users, staff and the employer. The practical 
outcomes of the PSF’s work, including the Drive for 
Change toolkit, are detailed later in this document. 

1.3	 Working in partnership to 
pursue common interests 
Working in public services can be incredibly 
rewarding for individuals and benefits the whole of 
society.1 There is a strong public service ethos with 
those working in the public sector often giving a 
lifetime commitment to their service. The work of 
the PSF is focused on delivering policies that support 
that commitment and ethos. The shared goal of the 
PSF participants is to improve the delivery of public 
services for citizens and service users by ensuring that 
investment and improvement in the public service 
workforce is effective and timely. 

The forum’s annual work programme reflects cross-
cutting priorities that impact across all public services 
and people who use those services. By working 
in partnership to pursue improvements on critical 
issues such as workforce skills, the forum hopes that 
its work will help to improve the quality of public 
services for both service users and employees. 

1.4	 Informing and influencing
The PSF is an important, honest information 
exchange from and back into government and takes 
evidence from key experts and ministers on issues 
of collective interest or of importance to the public 
service workforce. This enables PSF partners to 
navigate, constructively challenge and disseminate 
national issues that affect all those working to deliver 
public services. The PSF also provides government 
with a feedback loop about key concerns and 
priorities for those delivering public services.

1  Excellence and Fairness: Achieving World Class Public Services, Cabinet Office June 2008.
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civil service. The framework of principles agreed by 
government, public sector unions and public sector 
employers is attached at Annex B.

The agreement on pension reform principles was 
a key step in ensuring the financial sustainability 
of certain public sector pensions schemes in the 
longer term and ensuring that they continue to be a 
valuable asset for public service workers. 

The PSF introduced the Code of Practice on 
Workforce Matters (the “Two Tier Code”) in March 
2005; this code aims to prevent the development 
of a two tier workforce delivering public services. 
The Two Tier Code complements related provisions 
in local government (the “Best Value Code”, which 
applies to best value authorities), and also a Joint 
Statement relating to “soft” facilities management 
services in the NHS.  

The Two Tier Code states that, where a service 
provider recruits new staff whose main role is to 
work on a public sector service contract alongside 
staff transferred from the public authority, it should 
offer employment on fair and reasonable terms and 
conditions. These should overall be no less favourable 
than those of transferred employees. 

2.1	 Engaging ministers 
Timely dialogue on current or emerging workforce 
priorities is an important feature of the PSF. In the past 
two years, the forum has hosted a dialogue with:

the Minister for the Cabinet Office on engaging •	
the workforce to deliver world class public services 
(July 08)

the Secretary of State for Innovation, Universities •	
and Skills on improving public sector skills (June 08)

the Deputy Minister for Women on the •	
government’s progress on supporting women 
in the workplace and progressing the equality 
agenda (February 08)

the Chief Secretary for the Treasury on public •	
sector pay (November 2008, October and 
February 07), and

the Minister for the Third Sector on the role of the •	
third sector in delivering public services (May 07).

2.2	 Early progress 

In 2005, the forum played a key role in:

reaching agreement on •	 public sector pension 
reform in the context of the introduction of 
higher pension ages and securing public sector 
pensions into the future, and 

developing the •	 Code of Practice on 
Workforce Matters to prevent the emergence 
of a ‘two tier’ workforce in outsourced public 
services.

People are living longer and pensions have needed to 
adapt to address this in order to ensure sustainability 
and continuing value. In 2005, PSF colleagues 
negotiated and agreed a framework of principles 
to be applied in the context of introducing higher 
pension ages in the reform of public sector 
pension schemes in health, education and the 

2.	� Looking back on progress so 
far



9

government Two Tier Code only (the PSF has no 
formal role in regard to the Best Value Code or NHS 
Joint Statement). 

In taking this forward, the then chair of the PSF sought 
and received assurances from ministerial colleagues 
that the code is being properly applied. In addition, in 
February 2009, the Cabinet Office held an information 
seminar on workforce issues covering the two tier 
workforce and the recently published Joint Statement 
on Skills, Trade Unions and Advice in Government 
Contracting. PSF guidance will also be made available 
to union officers and government employers to 
explain how the code fits into commissioning and 
public procurement activities. These actions will help 
to improve awareness and application of the code 
amongst public authorities and their providers. 

The Code of Practice on Workforce Matters is 
attached at Annex C.

April 2005 also saw the publication of new Pay 
and Reward Principles for Public Service 
Modernisation, developed and agreed through 
the forum to provide a common framework for 
future development of pay and reward systems 
across public services. 

PSF has no remit to negotiate pay in the public sector 
but it has developed principles that are intended to 
inform ongoing pay discussions and that set out the 
values government and trade unions both hold to 
be important when settling pay and reward offers. 
For example, the Pay and Reward Principles state 
that “Government and trade unions are committed 
to pay and workforce modernisation to deliver high 
quality and efficient public services, improve working 
lives and enhance the experience of users and local 
communities”. 

In agreeing the Pay and Reward Principles, it was 
the forum’s wish that they be used as a common 
framework to inform ongoing sector specific 
discussions on pay and reward. 

2. Looking back on progress so far

The code covers all pay and non-pay terms and 
conditions, for example pay, holidays, sick leave 
and contractual redundancy benefits. There are also 
provisions to ensure staff receive a good quality 
pension plan.

The 2003 Best Value Code had already covered local 
government and specifically best value authorities. 
Following the introduction of the Two Tier Code, a 
separate NHS Joint Statement was also introduced. 
This applies to soft facilities management services 
in the NHS which are outsourced to the private 
sector (typical examples of soft FM are cleaning 
and catering services). The NHS Joint Statement’s 
provisions build on those of the central government 
Two Tier Code. 

Following the introduction of the code by the 
PSF in 2003, the Cabinet Office reviewed the 
implementation of the Code of Practice on 
Workforce Matters in central government in 
2008 and presented its findings to the forum. 

The government is fully committed to the 
implementation of the Code of Practice in Workforce 
Matters as agreed by PSF in 2005. The government’s 
efforts have been focused on implementation; 
there are no plans to alter the content of the code. 
However, it is the view of trade unions that the Two 
Tier Code should be extended to cover further and 
higher education establishments, academy schools 
and alternative providers in healthcare, including 
social enterprise companies that are currently 
exempted. Concerns have also been raised by trade 
unions about the extent of awareness of the code 
among commissioners of public services, how it is 
embedded in the procurement process, and whether 
public authorities are actively monitoring compliance. 

The forum has agreed to strengthen its efforts 
to promote awareness of the code amongst 
commissioners of public services, and to bolster 
monitoring and application of the central 
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Active staff engagement enables employers 
to harness knowledge and experience to drive 
innovation and increase productivity in service 
delivery. A workforce will be much more committed 
to the delivery of agreed changes where they have 
been involved from the outset to analyse and build 
the case for service improvement.

However, while the audit identified excellent 
examples where workforce involvement in change 
had made a real difference to delivery, commitment 
to such engagement was patchy. 

The Work Foundation’s central recommendation – 
that a toolkit for employers and unions be developed 
to equip organisations to benchmark performance on 
engagement, identify areas for action and implement 
those actions – was endorsed by PSF and taken 
forward in partnership by the Cabinet Office and 
TUC.

The resulting product, known as Drive for Change, 
is a web-based toolkit that enables organisations to 
rate themselves on staff and union engagement, and 
provides guidance and advice on how to improve 
their performance. 

The toolkit (www.driveforchange.org.uk) has been 
used by numerous organisations in promoting 
staff and union involvement in public service 
improvement. Original pilot sites included: 

HM Prison Holloway, where staff, managers and •	
trade unions worked together to develop a new 
self-harm prevention policy for prisoners, leading 
to local service improvements and better quality of 
care for prisoners, and 

Cheshire and Wirral Partnership NHS Trust•	 3, where 
Drive for Change was used to encourage the full 
involvement of managers, employees, unions and 
service users in the development of a new mental 
health facility in Chester.

A copy of the Pay and Reward Principles is attached 
at Annex D.

2.3 	Engaging and involving the 
workforce
A key factor in any successful 
change programme is a commitment 
to engaging and involving the 
workforce. If managers, employees 
and trade unions work together, 
organisations can innovate by 
tapping into staff knowledge and 
experience, building a shared vision 
for improvements.

In May 2006, the then Cabinet Office Minister 
and TUC General Secretary launched the PSF 
approach and toolkit for staff engagement, 
Drive for Change. 

Drive for Change is an easy to use, practical tool 
to help with change management. It aims to 
improve the delivery of public services through 
better staff engagement in the design and 
implementation of service improvements.

Organisations across the private and public sectors at 
some time all face the need for change, improving 
the way services are delivered and products 
developed. In times of economic downturn that 
need becomes even greater. Successful public service 
improvements feature genuine staff engagement 
and involvement in their design, development and 
delivery.

A Work Foundation audit of trade union and 
employee involvement in public service reform2, 
commissioned by the PSF in 2003, found that staff 
engagement and involvement was key to successful 
public service improvement. 

2  http://archive.cabinetoffice.gov.uk/opsr/workforce_reform/involving_managers/trade_union.asp
3  Now a Foundation Trust.
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2. Looking back on progress so far

A key feature of our future work will be to build 
sector capability and knowledge on the ‘how to’ 
of staff and trade union engagement. By building 
capability and know-how, the forum hopes 
to genuinely embed the principles of Drive for 
Change across a wider section of public services – 
harnessing the rich insights of local staff and their 
representatives to deliver real, practical improvements 
in local services for staff, employers and service users. 

An outline of the Drive for Change toolkit can be 
found at Annex E.

2.4 	Health of the public service 
workforce
The workplace can be a key setting 
for improving people’s health and 
well-being.4

In March 2007, the forum concluded its 
programme of work to tackle sickness absence by 
hosting a highly successful seminar on improving 
the health of the public service workforce. 

The seminar, which was attended by employer and 
trade union delegates from across a range of public 
services:

underlined the PSF’s commitment to the •	
government’s Health, Work and Well-being 
strategy

promoted employer and trade union engagement, •	
and 

sought views on how this could be achieved and •	
what barriers existed. 

The event was addressed by Brendan Barber, 
General Secretary of the TUC; Pat McFadden, then 
Parliamentary Secretary, Cabinet Office; Professor 
Cary Cooper, Pro-Vice Chancellor and Distinguished 

Case study: Birmingham City Council 

“Birmingham City Council would recommend 
the Drive for Change toolkit as a practical and 
constructive reference tool for any joint working 
activities”

Birmingham’s ‘Getting Better Together’ project 
was a joint venture between trade unions and 
management which aimed to achieve a better 
service, a better workplace and better working 
lives for employees. Its primary focus was on 
adults’ and children’s services, but some of 
the workstreams have been applied across the 
organisation:

self-rostering in elderly people’s homes•	

managing attendance policy•	

well-being at work•	

work-life balance, and•	

dignity at work.•	

The Drive for Change principles were an essential 
reference tool for all participants and helped to:

give validity to the programme’s outcomes•	

create new and different ways of working •	
and relationships, and

achieve real outcomes such as a better •	
worklife balance for employees.

PSF colleagues are now working together to 
promote and extend the use of Drive for Change so 
that it can continue to add value and complement 
improvements in public services. In particular, the 
NHS Staff Partnership Forum (which has been 
involved in the initiative from the outset) is currently 
considering ways to embed the toolkit into its 
partnership development work across the NHS. 

4  Working for a Healthier Tomorrow: Dame Carol Black’s Review of the Health of Britain’s Working Age Population, March 2008.
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Professor of Organisational Psychology and Health 
at Lancaster University; and Lord McKenzie, Chair 
of the Ministerial Task Force on Health, Safety and 
Productivity. 

Through workshops, delegates explored the broad 
themes of long-term absence: improving work, 
improving well-being; occupational health; line 
management; and partnership working. Each 
workshop considered the main challenges and 
problems, examples of success and proposed the key 
messages to report back to the PSF. 

In response to the main points made at the seminar, 
the PSF has identified the following three main 
activities: 

production of specific guidance on how to •	
develop and articulate a business case for 
investment in health and well-being of a 
workforce which could be used by relevant 
practitioners in public services

gathering case studies from PSF colleagues and •	
their networks, linked to the specific challenges 
outlined by the March 2007 seminar, for example, 
on dealing with long term absence. This would 
bring together the practical knowledge and 
experience of PSF colleagues in a way that 
could inform learning and practice in other 
organisations. 

development of PSF web pages to bring together •	
relevant research, guidance and tools on health 
and well-being. These pages could be a ‘one-
stop-shop’ for use by employers, trade unions 
and employees, pointing them towards relevant 
information and guidance. 

The PSF will report on progress with these activities at 
a later date. 
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3. Current areas of work

developing new skills pathways for young people •	
entering public service employment, especially by 
expanding apprenticeships

establishing a skills investment strategy and •	
Train to Gain service for public services that will 
enable employer investment and publicly funded 
provision to align more effectively, and

identifying good practice in leadership and •	
management facilitating access to skills in public 
services.

The PSF task group on learning and skills delivered 
its final set of recommendations and set out a future 
campaign for public service skills in autumn 2008, 
based on several months of evidence gathering, 
analysis and dialogue. 

Part of its fieldwork was to undertake a study of the 
adult social care sector in order to test the practical 
effectiveness of the task group’s recommendations. 
The adult social care study helped to identify 
solutions and priorities for what our future campaign 
should focus on, and also informed strategic work in 
the adult social care sector with key bodies such as 
Skills for Care. 

The task group launched its final recommendations 
at a national skills conference in December 2008 
in order to build momentum for joint action by 
employers and trade unions to take forward the 
campaign for improving public sector skills. The 
executive summary of the task group’s report is 
attached at Annex F.

It is intended for employers and trade unions to 
ensure continued action on these themes through 
their own networks on a cross-sectoral basis and in 
the context of public service improvement. 

It is important that the work of the PSF should 
ultimately contribute to improving and delivering 
excellence in public services through targeted 
work on priority areas relevant to the public service 
workforce, and through timely dialogue on emerging 
or current workforce issues. 

Over the past 12 months, the PSF has continued to 
take forward work in a number of areas:

3.1	 Quality Skills, Quality Public 
Services 
Investment in workforce skills, 
learning and development enhances 
and sustains the quality of public 
services delivered to and accessed 
by users. For an employee, gaining 
access to new or developing 
existing skills can lead to better 
job prospects and improvements in 
overall quality of life.

The Leitch Review of Skills concluded that skills are 
the key driver of prosperity and fairness: “…The 
UK has serious social disparities with high levels 
of child poverty, poor employment rates for the 
disadvantaged, regional disparities and relatively 
high income inequality. Improving our skills levels can 
address all of these problems.” 5

The PSF has brought together key employer and 
trade union colleagues to progress a shared ambition 
for improved skills in public services, focusing on 
practical routes to success and on four priority areas 
for public services:

building a joint commitment on delivering the •	
Skills Pledge across public services

3.	Current areas of work

5  Leitch review of skills: Prosperity for all in the global economy – world class skills. HM Treasury, December 2006.
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It is hoped that the work of the Learning and Skills 
Task Group will enhance and support skills and 
career progression for a significant section of the UK 
workforce – providing an opportunity to make a real 
impact on the achievement of progress on skills at a 
national level across all sectors. In autumn 2009 the 
government will provide a formal response to the 
task group. 

3.2	 Joint Statement on Access to 
Skills, Trade Unions and Advice in 
Government Contracting 
The Joint Statement will give 
many of those who work on 
relevant government contracts 
the opportunity to develop skills 
they may currently lack, and will 
help those same employees access 
valuable information regarding 
their working lives.

Case Study – Barking and Dagenham

The London Borough of Barking and •	
Dagenham ran a three year training 
programme – the ‘Done in One’ Academy – 
to support its aspiration to be an organisation 
that genuinely responds to customer needs. 
It aims to provide a ‘Done in One’ approach 
to customer service, putting things right first 
time for every customer. The academy gives 
staff the skills and knowledge to deliver the 
highest possible level of customer service.  

Managers knew that it was vital that •	
this training was accessible to all grades, 
specialisms, levels of ability and work 
patterns within the council. They therefore 
worked alongside the corporate learning 
and development team to provide learning 
opportunities in a number of formats – 
some workshops were run on site with 
sessions staggered throughout the day, 
ensuring service needs could continue to 
be met.  Managers and trainers worked 
together to offer out of hours training to 
accommodate shift patterns.  Workshops for 
some frontline staff were adapted in order 
to meet basic skills needs.  Managers also 
offered on-site accommodation to further 
support and reassure those who may have felt 
uncomfortable with classroom learning.

During its three year lifecycle, over 2,000 staff •	
were trained including managers and front 
line staff.  The innovative and collaboarative 
approach to training demonstated by the 
Done in One Academy helped towards 
Barking winning the prestigious ‘most 
improved council of the year’ award at the 
2008 local government awards.



15

3. Current areas of work

3.3	 Diversity and equality in the 
public service workplace 
The diversity and equality agenda 
is of critical importance to public 
services: 

•  �it enables better policy making – 
policy making which is community 
informed

•  �it enables the delivery of 
personalised services appropriate 
to diverse and individual needs

•  �it enhances transparency and 
accountability, and

•  �it helps build a Britain of 
belonging, where inequalities are 
tackled and cohesion is built.

Building on work undertaken by a previous PSF task 
group, the Diversity and Equality Task Group 
was reconstituted in July 2008 to focus on a new 
programme of work focusing on:

how to promote the equality and diversity agenda •	
through public procurement within the current 
policy and legal parameters, including informing 
the Office of Government Commerce’s future 
guidance on equality and procurement

articulating best practice and developing practical •	
guidance on single equality schemes, including 
where they have been developed in partnership 
with trade unions and service users, and in 
preparation for the changes to the public equality 
duties as set out in the Equalities Bill, and 

The Joint Statement on Access to Skills, Trade Unions 
and Advice in Government Contracting was launched 
by the Public Services Forum in July 2008. Its aim is 
to improve the quality of services delivered under 
government contracts by raising the skills of service 
providers’ employees and by helping to ensure fair 
treatment. 

The Joint Statement sets out how public procurement 
can be used to promote access to skills, trade unions 
and advice for those colleagues that work on central 
government contracts for services such as cleaning 
and security. The Joint Statement also sets out 
voluntary actions for government, service providers 
and unions.

The issues covered by the Joint Statement are 
important in ensuring that employees delivering 
government services, whoever the employer, are 
recruited, retained and motivated to deliver high 
quality services. This will have benefits for those who 
use public services, the individual employee and the 
employer.

At present the Joint Statement – agreed by trade 
unions, the private and third sectors and government 
– applies to central government contracting. 
However, it is the government’s aspiration to extend 
the Joint Statement beyond central government 
departments to other parts of public services. This 
is subject to evaluation of its impact in central 
government and further discussion on the detail of 
any possible implementation. 

The Joint Statement is attached at Annex G. 

5  Leitch review of skills: Prosperity for all in the global economy – world class skills. HM Treasury, December 2006.
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how public service employers, trade unions •	
and social partners can give impetus to the 
recommendations of the Women and Work 
Commission, which support the task group’s 
activities on procurement and single equality 
schemes.

The task group’s aims are to:

Provide a network of expertise to: •	
–  inform and influence central policy making on 
    equality and diversity, and  
– � support and champion relevant policies and 

initiatives amongst employers from all sectors, 
trade unions and other social partners.

Ensure a clear focus on what all employers •	
and trade unions and other social partners can 
practically do to promote and progress this 
agenda on specific areas of focus.

The broad coverage of partners represented on this 
task group (see Annex A) provides the group with 
significant expertise that can help to deliver real 
progress. 

The task group has already secured a strong 
influence, working closely with OGC to help shape 
their recent pamphlet on public procurement and 
equality. In late summer 2009 it will produce a 
digest of best practice case studies and top tips on 
single equality schemes and impact assessments to 
positively influence behaviours across public services. 

The task group will conclude its final activities by the 
end of summer 2009. 
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Building on the strength of past achievements and 
energy for the forum’s work, PSF colleagues will 
continue to build joint commitment across public 
services on key workforce issues. In particular, there 
will be a renewed focus on Drive for Change and 
staff engagement, complementing government’s 
overarching approach to public service reform and 
as a tried and tested mechanism for delivering real 
improvements and innovation in local public services.

The forum will work to extend the Joint Statement 
(discussed in part 3.2) to other parts of public 
services to further increase the number of public 
services staff able to benefit from access to skills, 
trade unions and advice. It will also support public 
services employers seeking to comply with existing 
legislation and prepare for the introduction of the 
Equality Bill and the single equality duty, with the 
publication of a digest of best practice case studies 
and top tips on single equality schemes.

4. Forward look

4.1	 Future progress
There are over six million public service workers in 
the UK; around one in every five workers.6 Of this, 
1.3 million work in the NHS and 2.2 million in local 
government7. Around 60 per cent of the public 
sector workforce are union members.

The public service workforce is central to achieving 
world class public services. As stated by the Prime 
Minister, “the lesson of public service reform is 
that real excellence depends upon liberating the 
imagination, creativity and commitment of the 
public service workforce”.8 The Public Services Forum 
will continue to add value in bringing together 
key colleagues from across the spectrum of public 
services to help deliver this vision. 

4.	 Forward look

6  Office of National Statistics, 2009
7  Whole time equivalents
8   Excellence and Fairness: Achieving world class public services, 2008
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“The PSF provides a positive forum for plain 
speaking. At the heart of our discussions is a shared 
objective that strives for quality and values the ethos 
that underpins a commitment to public services. 
Unite values the working groups that have quietly 
but effectively grappled with complex issues such as 
skills and training. Feeding recommendations into 
government strategy is a rewarding outcome that the 
PSF should be proud of”

Gail Cartmail, Deputy General Secretary, Unite

“The CBI values the opportunity to participate in 
the Public Services Forum. Our members recognise 
the important contribution made by the forum 
to the debate about public services and the PSF 
provides a constructive forum for dialogue between 
government, trade unions, the private and third 
sectors about how best to improve our public 
services, for the benefit of all”

Susan Anderson, Director of Public Services, CBI

“We strongly believe in working with our 
government, union and employee colleagues to 
develop our workforce and our volunteers”

Stephen Bubb, Chief Executive of the Association of 
Chief Executives of Voluntary Organisations

It will be especially important to continue the forum’s 
focus on skills and diversity in the context of the 
current economic downturn, thinking carefully about 
what makes a good employer and how to maintain 
motivation and morale within public services in the 
current climate. 

The forum will also support thinking on how to 
promote innovation in public services, allowing front 
line staff to use their insight and experience to drive 
improvements and service transformation. This will 
help to ensure continued quality of public services for 
communities and citizens, and continued support for 
these issues amongst employers across the spectrum 
of public services. 

This document reports on the first years of activity 
of the PSF. It is our intention to follow it up with an 
annual report of our progress. 

4.2	 Reflections on the value of the 
Public Services Forum
“NHS Employers finds the PSF a highly valuable forum 
to improve public services and foster joint learning 
and dialogue. This is increasingly important as the 
notion of public sector employment is replaced with 
public service organisations with the involvement of 
independent and third sector employers” 

Sian Thomas, Director of NHS Employers
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(ii)	 Public sector employers
– � Local Government Employers

– � London Borough of Barking and Dagenham

– � NHS Employers

– � University College London Hospitals

(iii)	Trades unions9

– � Association of Teachers and Lecturers

– � Educational Institute of Scotland

– � GMB

– � National Association of Schoolmasters Union of 
Women Teachers 

– � National Union of Teachers

– � Public and Commercial Services Union 

– � Prospect

– � Society of Radiographers

– � Trades Union Congress

– � UNISON

– � Unite

– � University and College Union

(iv)	� Private and third sector 
employers

– � Association of Chief Executives of Voluntary 
Organisations

– � Business Services Association

– � CBI

– � National Council of Voluntary Organisations 

Sector leads
The Public Services Forum’s government and public 
service employers side is led by Rt Hon Tessa Jowell 
MP, Minister for the Cabinet Office.

The trades union side is led by Brendan Barber, 
General Secretary of the Trades Union Congress, and 
Dave Prentis, General Secretary of UNISON.

The third sector side is led by Stephen Bubb, Chief 
Executive of the Association of Chief Executives of 
Voluntary Organisations, and Stuart Etherington, 
Chief Executive of the National Council of Voluntary 
Organisations. 

The private sector side is led by Susan Anderson, 
Director of Public Services at the CBI.

PSF attendees

(i)	 Central government 
– � Cabinet Office – Civil Service Capability Group

– � Cabinet Office – Economic and Domestic Affairs 
Secretariat

– � Cabinet Office – Public Service Workforce Reform 
Team

– � Department for Children, Schools and Families

– � Department for Communities and Local 
Government

– � Department for Business, Innovation and Skills

– � Department of Health

– � HM Prison Service

– � HM Treasury

– � Number 10

Annex A 

9  All unions represent the TUC’s Public Services Liaison Group
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– � central government (Department of Health, 
Department for Children, Schools and Families, 
the former Department for Innovation, Universities 
and Skills, Department for Communities and Local 
Government)

– � public service employers (London Borough of 
Barking and Dagenham, NHS Employers) 

– � Government Skills

– � IDeA

– � Learning and Skills Council

– � Skills for Health.

(viii) Diversity and Equality 
Chaired jointly by UNISON and Crown Prosecution 
Service. It draws together experts from:

– � central government (Government Equalities Office, 
Civil Service Diversity, Office of Government 
Commerce)

– � trade unions (TUC, Unite, GMB, NAPO, UCU)

– � public service employers (NHS Employers, Local 
Government Employers) 

– � private and third sector organisations (CBI and 
NCVO)

– � the Equality and Human Rights Commission. 

(ix)	Staff engagement
Work on Drive for Change is co-chaired by the 
General Secretary, FDA, and the National Offender 
Management Service, with contributions from the 
Cabinet Office’s Civil Service Capability Group and 
Public Service Workforce Reform Team.

PSF secretariat
The Cabinet Office’s Public Service Workforce Reform 
Team, part of the Economic and Domestic Affairs 
Secretariat (until March 09) then part of the Public 
Service Reform Group. 

PSF task groups

(v) Health, Work and Wellbeing
This was an officials sub-group of a ministerial 
taskforce on health, safety and productivity, chaired 
by Lord Hunt. The group was chaired jointly by 
Cabinet Office and the Health and Safety Executive. 
The group consisted of:

– � central government (Cabinet Office, HM Prison 
Service and DWP)

– � ACAS

– � trade unions (UNISON, PCS and TUC)

– � NHS Employers

(vi)	 Joint Statement on Access to 
Skills, Trade Unions and Advice in 
Government Contracting 
Chaired by Director of Workforce, Ministry of 
Defence. The group consisted of: 

– � representatives from trade unions (TUC, GMB, 
Unite and UNISON) 

– � central government (Cabinet Office, Office of 
Government Commerce, HM Revenue and 
Customs, Department for Work and Pensions, 
Department of Health)

– � private and third sector colleagues from CBI, BSA, 
ACEVO and NCVO. 

(vii)	Learning and Skills
Co-chaired by TUC Deputy General Secretary 
and Director of Workforce, University College 
London Hospitals NHS Foundation Trust. The group 
consisted of:

– � representatives from trade unions (Unite, UNISON, 
UCU, PCS) 
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scheme and, subject to availability of data, 
for groups of workers; (b) scope to improve 
individual choice over how long to work for, 
including increased flexibility to choose a 
retirement date different from normal pension 
age; (c) scope for increasing take-up; (d) 
the role of good pensions as a key element 
of the overall remuneration package and in 
supporting recruitment and retention; and (e) 
robust costings of the proposals and their likely 
impact on long term affordability.

3.	 A co-operative approach should be adopted in 
all discussions. Adequate time should be made 
for this process and all sides are committed to 
working towards a final agreement following 
consultation with workforces as quickly as 
possible. All sector scheme negotiations 
should complete their initial discussions by no 
later than March 2006. This will be followed 
by a sufficient period to allow adequate 
consultation, with the aim of reaching 
agreement by no later than June 2006. 
Implementation of the new schemes for new 
entrants should follow as soon as is practicable 
thereafter in each scheme. 

4.	 A principle underlying this agreement is that 
existing scheme members will have the right 
to suffer no detriment in terms of their normal 
pension age and will retain their existing 
pension provision unless individual or collective 
agreements within sector specific negotiations 
are reached which allow changes to those 
provisions or transition to new schemes. 
The accrued pensions rights of the existing 
workforce will be fully protected in the event 
of transition. New entrants from the date of 
implementation will only be offered pensions 
in the new schemes negotiated through the 
sector specific discussions. 

Reform of Public Service 
Pension Schemes for Teachers, 
the NHS and the Civil Service 
(18 October 2005)
“Public service pensions are a key benefit of public 
service employment and should be celebrated as 
such. They should continue to be good quality 
pension schemes that are sustainable, defined 
benefit and index linked. Changes in demographics, 
employment patterns, and the legal and regulatory 
framework require public service pension schemes 
to be modernised. Underlining the importance 
of a diverse workforce, there is scope to address 
how to develop flexible retirement options to meet 
the needs and aspirations of older workers and to 
make the most of their experience and expertise”. 
(PSF Pay Principles, February 2005).

To build on that agreement, schemes should have 
the flexibility to determine their details consistent 
with the following framework principles and a cost 
envelope for each scheme that will be respected. This 
will be set out at an early stage of the negotiations 
and signed off by the Chief Secretary. 

Framework principles for scheme 
negotiations
1.	 Workforces and their representatives should 

be informed of all the options and issues 
about reform of their pension schemes. Trade 
unions, employers and the government are 
committed to moving forward together on the 
basis of transparency, shared information and 
joint working. All sides are fully committed to 
an open and evidence based approach that 
explains and justifies the policy approach and 
the possible alternatives. 

2.	 Key priorities that should be addressed as 
part of the evidence gathering at scheme 
level should include: (a) demographics for the 

Annex B

Annex B
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10.	 Government will make available approximately 
1% of pay roll to improve benefits in the new 
schemes, such as improved survivor benefits, or 
to deal with transition arrangements/protection 
for existing scheme members. 

11.	 Scheme specific negotiations should take 
account of the special physical and mental 
demands of many public sector jobs, and 
the resultant continuing importance of early 
retirement provision for those with ill health.

12.	 The PSF will review the operation of these 
principles early in the New Year. 

Features of new schemes
5.	 New schemes should continue to guarantee 

defined benefit provision, linked to an 
individual’s earnings. Schemes should also offer 
indexation to protect retired members against 
rises in the cost of living. 

6.	 All changes to schemes should be equality-
proofed before implementation. 

7.	 New schemes should be designed with the 
objective of increasing appropriate take-up 
especially amongst part-time and lower paid 
workers and others who are eligible but where 
participation in the scheme may be lower 
currently. 

8.	 As people live longer, healthier lives, it is likely 
more will choose to continue working for 
longer. This makes it crucial that schemes give 
greater flexibility than in the past to those who 
wish to use part-time work as a stepping stone 
to retirement, and also greater recognition to 
service by those who chose to work beyond 
typical retirement ages. 

9.	 For the purposes of calculating accrual of 
pensions, 65 will be the reference age (the 
“NPA”) for new entrants to the new schemes 
entering employment after the implementation 
date. But not all new members will want to 
work longer, and all new scheme members 
will continue to have the right to retire at age 
60. All new scheme members who under the 
new arrangements would retire on a lower 
pension than they would under existing rules 
will be offered the opportunity to increase 
contributions so members can continue to 
retire on a full pension at age 60. Those who 
wish to continue to work to the new normal 
pension age will be able to do so at the 
standard contribution rate.
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3.	 Service providers who intend to cut costs 
by driving down the terms and conditions 
for staff, whether for transferees or for new 
joiners taken on to work beside them, will 
not be selected to provide services for the 
public sector organisation. However, nothing 
in this code should discourage public sector 
organisations or service providers from 
addressing productivity issues by working 
with their workforces in a positive manner to 
achieve continuous improvement in the services 
they deliver.

Treatment of transferees 
4.	 In its contracting-out of services, the public 

sector organisation will apply the principles set 
out in the Cabinet Office Statement of Practice 
on Staff Transfers in the Public Sector and the 
annex to it, A Fair Deal for Staff Pensions. The 
service provider will be required to demonstrate 
its support for these principles and its 
willingness to work with the public sector 
organisation fully to implement them. 

5.	 The intention of the statement is that staff will 
transfer and that TUPE should apply, and that 
in circumstances where TUPE does not apply in 
strict legal terms, the principles of TUPE should 
be followed and the staff involved should 
be treated no less favourably than had the 
regulations applied. 

6.	 The annex to the statement requires the terms 
of a business transfer specifically to protect 
the pensions of transferees. Transferring staff 
should be offered membership of a pension 
scheme which is broadly comparable to the 
public service pension scheme which they are 
leaving. 

Text of the Code of Practice on 
Workforce Matters in Public 
Sector Service Contracts (2005)
1.	 This document sets out an approach to 

workforce matters in public sector service 
contracts which involve a transfer of staff from 
the public sector organisation to the service 
provider, or in which staff originally transferred 
out from the public sector organisation as a 
result of an outsourcing are TUPE transferred 
to a new provider under a re-tender of a 
contract. This code will form part of the 
service specification and conditions for all such 
contracts, except those where the Best Value 
Code of Practice on Workforce Matters in Local 
Authority Service Contracts applies, or where 
other exemptions have been announced.10

2.	 The code recognises that there is no conflict 
between good employment practice, value for 
money and quality of service. On the contrary, 
quality and good value will not be provided by 
organisations who do not manage workforce 
issues well. The intention of the public sector 
organisation is therefore to select only those 
providers who offer staff a package of terms 
and conditions which will secure high quality 
service delivery throughout the life of the 
contract. These must be sufficient to recruit 
and motivate high quality staff to work on 
the contract and designed to prevent the 
emergence of a ‘two-tier workforce’, dividing 
transferees and new joiners working beside 
each other on the same contracts. 

Annex C

10 � Exemptions include: public corporations and trading funds, Independent Sector Treatment Centres, transfers where the 
Retention of Employment Model for NHS PFI contracts applies, higher and further education institutions and Academies.
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that contractors and recognised trade unions 
should be able to agree on a particular package 
of terms and conditions, in keeping with the 
terms of this code, to be offered to new joiners. 

Pension arrangements for new 
joiners to an outsourced workforce 
10. 	 The service provider will be required to offer 

new recruits taken on to work on the contract 
beside transferees one of the following pension 
provision arrangements: 

	 – � membership of a good quality employer 
pension scheme, either being a contracted 
out, final-salary based defined benefit 
scheme, or a defined contribution 
scheme. For defined contribution schemes 
the employer must match employee 
contributions up to 6%, although either 
could pay more if they wished; 

	 – � a stakeholder pension scheme, under 
which the employer will match employee 
contributions up to 6%, although either 
could pay more if they wished. 

	 On a retender of a contract to which this 
code applies the new service provider will be 
required to offer one of these pensions options 
to any staff who transfer to it and who had 
prior to the transfer a right under the code to 
one of these pension options. 

Monitoring arrangements 
11.	 Throughout the length of the contract, the 

service provider will provide the public sector 
organisation with information as requested 
which is necessary to allow the public sector 
organisation to monitor compliance with the 
conditions set out in this code. This information 
will include the terms and conditions for 
transferred staff and the terms and conditions 
for employees recruited to work on the 
contract after the transfer. 

Treatment of new joiners to an 
outsourced workforce 
7.	 Where the service provider recruits new staff 

to work on a public service contract alongside 
staff transferred from the public sector 
organisation, it will offer employment on fair 
and reasonable terms and conditions which 
are, overall, no less favourable than those of 
transferred employees. The service provider will 
also offer reasonable pension arrangements (as 
described at paragraph 10 below). 

8. 	 The principle underpinning the provisions of 
paragraph 7 is to consider employees’ terms and 
conditions (other than pensions arrangements 
which are dealt with in paragraph 10) in the 
round – as a ‘package’. This code does not 
prevent service providers from offering new 
recruits a package of non-pension terms and 
conditions which differs from that of transferred 
staff, so long as the overall impact of the 
changes to this package meets the conditions 
in paragraph 7. The aim is to provide a flexible 
framework under which the provider can design 
a package best suited to the delivery of the 
service, but which will exclude changes which 
would undermine the integrated nature of the 
team or the quality of the workforce. 

9. 	 The service provider will consult representatives 
of a trade union where one is recognised, or 
other elected representatives of the employees 
where there is no recognised trade union, 
on the terms and conditions to be offered 
to such new recruits. (References to ‘trade 
unions’ throughout this code should be read 
to refer to other elected representatives of the 
employees where there is no recognised trade 
union.) The arrangements for consultation will 
involve a genuine dialogue. The precise nature 
of the arrangements for consultation is for 
agreement between the service provider and 
the recognised trade unions. The intention is 
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seek to enforce the terms of the contract, which 
will incorporate this code. In addition, where a 
service provider has not complied with this code, 
the public sector organisation will not be bound 
to consider that provider for future work. 

14.	 The contract shall include a provision for 
resolving disputes about the application of 
this code in a fast, efficient and cost-effective 
way as an alternative to litigation, and which 
is designed to achieve a resolution to which all 
the parties are committed. The service provider, 
public sector organisation and recognised 
trade unions or other staff representatives, 
shall all have access to this ‘alternative dispute 
resolution’ (ADR) process.

15.	 Alongside this code, the appropriate 
government department will publish contact 
details for employees or trade unions to seek 
advice in cases where they consider that the 
public sector organisation has failed to meet its 
responsibilities under paragraph 13. 

Sub-contractors 
16.	 This code sets out procedures for handling 

matters between the public sector organisation 
and a primary service provider. Where the 
primary service provider transfers staff originally 
in the employ of the public sector organisation 
to a subcontractor in consequence of the terms 
of the primary service provider’s obligations 
to the public sector organisation, the primary 
service provider will be responsible for the 
observance of this code by the sub-contractor. 

Operation of the Code 
17.	 Government departments will monitor the 

operation of the code, following consultation 
with relevant employers and trade unions. 

12.	 Such requests for information will be restricted 
to that required for the purpose of monitoring 
compliance, will be designed to place the 
minimum burden on the service provider 
commensurate with this, and will respect 
commercial confidentiality. The service provider 
and the public sector organisation will also 
support a review of the impact of the code, 
drawn up in consultation with representatives 
of the public sector organisations, contractors 
and trade unions, and will provide information 
as requested for this purpose. Such 
requests will follow the same principles of 
proportionality and confidentiality. 

Enforcement 
13.	 The public sector organisation will enforce the 

obligations on the service provider created 
under this code. Employees and recognised 
trade unions should, in the first instance, seek 
to resolve any complaints they have about 
how the obligations under this code are being 
met, directly with the service provider. Where 
it appears to the public sector organisation 
that the service provider is not meeting its 
obligations, or where an employee of the service 
provider or a recognised trade union writes to 
the authority to say that it has been unable to 
resolve a complaint directly with the service 
provider, the public sector organisation will first 
seek an explanation from the service provider. 
If the service provider’s response satisfies the 
public sector organisation that the code is being 
followed, the public sector organisation will 
inform any complainant of this. If the response 
does not satisfy the public sector organisation it 
will ask the service provider to take immediate 
action to remedy this. If, following such a 
request, the service provider still appears to the 
public sector organisation not to be complying 
with the code, the public sector organisation will 
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any unjustifiable pay gaps. In order to achieve this, 
equal pay audits should be undertaken and where 
there is evidence of inequality in pay and conditions 
of employment, action should be taken to eliminate 
discrimination.

Public service pensions are a key benefit of public 
service employment and should be celebrated 
as such. Changes in demographics, employment 
patterns, and the legal and regulatory framework 
require public service pension schemes to be 
modernised. Underlining the importance of a diverse 
workforce, there is scope to address how to develop 
flexible retirement options to meet the needs and 
aspirations of older workers and to make the most of 
their experience and expertise

Where in place national bargaining should be 
retained, with sufficient flexibility to allow response 
to local issues. In the civil service, the coherence 
agenda will improve the operation of pay and 
conditions arrangements within an overarching 
delegated framework. 

As part of a pay and reward package, provision for 
systems of pay incentives may be considered, taking 
account of potential advantages and disadvantages, 
and the development of alternative pay systems to 
achieve the same aims of service quality. In such 
cases, principles of equality, transparency and trade 
union involvement must be adopted and monitored 
consistent with the need to minimise bureaucracy, 
throughout the design and implementation of all pay 
systems.

Against the background of the above principles, 
unions and employers commit to responding 
constructively and speedily to proposals to increase 
workplace flexibility, leading to improved public 
services and better working lives. 

Public Sector Pay and Reward 
Principles (2005)
The government and trade unions are committed 
to pay and workforce modernisation to deliver high 
quality and efficient public services, improve working 
lives and enhance the experience of users and local 
communities. Core elements of this modernisation 
agenda include a fair and equitable employment 
and reward package and flexible employment 
and working practices, underpinned by collective 
bargaining and supported by the close involvement 
of the workforce and trade unions.

The following framework sets out the key principles 
and parameters within which all public service pay 
and rewards systems should be developed with 
the workforce and trade unions. The principles, 
which focus on support for high quality jobs and a 
commitment to equal pay for work of equal value, 
will be widely communicated across public services 
and should form the basis of all Pay Review Body and 
collective bargaining remits.

Delivering public service improvement requires 
a productive workforce with the right skills in 
place. Investing in skills and development across 
the workforce will support the drive to improve 
services. The employment and reward package 
should be sufficient to recruit, retain and motivate 
this workforce. To achieve this, employers, working 
with trade unions, should articulate and promote 
all the benefits on offer as part of the employment 
and reward package. The reward strategy should be 
monitored, evaluated and kept up to date to ensure 
that it continues to meet high standards of fairness 
and be fit for purpose.

It is unacceptable for women to be paid less than 
their male counterparts for work of equal value. 
All employers should be taking steps to ensure that 
they are complying with legislation on equal pay and 
where necessary have in place action plans to close 

Annex D
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Trade union engagement can give employees the 
assurance that changes are for the benefit of the 
service and the workforce. They also give employees 
a voice that is often necessary to bring about the 
cultural changes essential to service improvement.

As we tackle the effects of the current economic 
climate (rising demand for health and social services 
and the need to support economic development in 
recovery) we will see greater calls being made on all 
public sector organisations. There will also be intense 
pressure on public services to find ways of working 
more efficiently.  At such times, when change is 
inevitable, engagement with staff to design and 
deliver change is even more important.

This online Drive for Change toolkit has been 
designed for use by colleagues in public service 
organisations. The toolkit has been road-tested in 
nine public service organisations. 

Project history
Active engagement between employees, employers 
and the public is crucial to bringing innovation and 
creativity to designing services for the future.

The Drive for Change project is sponsored by the 
Public Services Forum, which, in 2004, commissioned 
a study to understand how public service 
organisations were doing in involving and engaging 
trade unions and staff in service improvement and 
change at a local level.

This Audit of trade union and staff engagement in 
reform showcased examples of organisations that 
are involving the workforce to deliver change, where 
engagement is making a real difference to service 
delivery.

Outline of the Drive for 
Change toolkit

Engaging your workforce: 
The Drive for Change approach
Drive for Change provides a practical guide for 
improving services through the effective engagement 
of the trade unions and the workforce. Involving 
unions and staff in decision-making processes is a 
vital feature of high performance workplaces.

The Drive for Change project has been sponsored 
by the Public Services Forum, which brings together 
the government, public service trade unions and 
employers to work jointly on workforce issues that 
impact on public services. The website has been 
developed through a partnership between TUC and 
Cabinet Office with the support of public sector 
unions and organisations. 

Why engagement matters
Organisations across the private and public sectors at 
some time all face the need for change, improving 
the way services are delivered and products 
produced.

A key factor in any successful change programme 
is a commitment to engaging and involving the 
workforce. A workforce that is convinced of the need 
for change and involved in the full process is much 
more likely to be committed to any changes decided 
and the organisation as a whole.

By managers, employees and trade unions working 
together, organisations can innovate by tapping into 
staff knowledge and experience. This will support 
long-term solutions for present and future service 
user needs. Joint problem solving between staff and 
managers helps organisations learn and helps build 
a wider understanding of how service improvements 
can be implemented.

Annex E
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The toolkit is divided into three key sections:

Self assessment 
Use this section to analyse how your relationships 
work and whether employers, trade unions 
and employees are jointly engaged in service 
improvement. 

The drivers for change 
This section takes you through the five key 
drivers which support trade union and employee 
engagement and gives you some useful tools, tips 
and examples of how other organisations have 
tackled these issues.

Focused action planning 
Some useful pointers on how to plan what should be 
done to deliver better services.

However the audit also found that, looking across 
the public services, the picture of involving staff and 
unions in change is patchy. Organisations and unions 
vary in their attitudes and approaches to involving 
staff and the impact of that engagement is rarely 
measured.

The Drive for Change project is bridging this gap. 
This joint project between the Cabinet Office and 
TUC aims to promote engagement of the workforce 
in change and service improvement. Drive for Change 
has been piloted in nine public service organisations. 

The toolkit
The toolkit is designed for use by managers, HR 
practitioners and trade unions in partnership with 
staff. It supports closer dialogue and working 
together in taking forward change or the redesign of 
services.

The toolkit identifies the main issues in delivering 
service improvements with the involvement of 
employees and offers a mixture of advice, guidance 
and exercises that can be used flexibly by teams or 
individuals. It will help organisations at any stage in 
the change process from those just starting out to 
those which have hit upon blockages along the way.

The Drive for Change approach to engaging 
unions and staff in service improvement has been 
piloted in organisations across the public services. 
These pilot studies are used throughout the toolkit 
to provide practical examples of how employee 
engagement has already been used to drive forward 
improvements in service delivery.
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(TUC Deputy General Secretary) and members 
were largely drawn from employer and trade union 
representatives on the PSF.

The remit given to the task group by the PSF was as 
follows:

Scope out the major long-term skills priorities •	
for public services in the context of workforce 
development and the overall aim of improving 
public services

Address some key strategic public sector skills •	
issues on a cross-sector basis.

Develop an action plan for employers and trade •	
unions to take forward that could influence the 
LSC’s remit on skills.

1.2 Policy priorities
Following the first year of its work, the task group 
published an interim report11 in 2007 which 
recommended that the following four priority areas 
should be incorporated into a joint action plan to 
be taken forward by employers, trade unions and 
government:

1.	 Build a joint commitment on delivering the 
Skills Pledge across public services.

2.	 Develop new skills pathways for young people 
entering public services employment, especially 
by expanding apprenticeships.

3.	 Establish a skills investment strategy and Train 
to Gain service for public services that will 
support the planning and delivery of skills 
priorities and enable employer investment 
and publicly funded provision to align more 
effectively.

4.	 Identify good practice in leadership and 
management facilitating access to skills in 
public services.

Quality Skills, Quality Services: 
executive summary of the 
Learning and Skills Task 
Group’s final report

1.1 Introduction
The Public Services Forum (PSF) Learning and Skills 
Task Group was launched in 2006 and brought 
together representatives of government, employers, 
unions and partners with a clear remit to develop a 
‘skills action plan’ fit to meet the shared ambition of 
improving public services. 

In the current economic climate, the work of the task 
group has taken on a new and urgent significance. 
The recommendations set out in this report reflect 
our view that public services have a critical role to 
play in upholding principles of fairness and public 
value in tough times, providing practical support for 
citizens and communities through the recession, and 
helping the country to prepare for recovery.

Task group members share a firm belief that skills 
and service improvement go hand in hand. All parties 
stand to gain – skills are a key driver for improving 
both the quality of public services and the working 
lives of those who deliver them.

Throughout its work, the task group has embraced 
an approach of ‘learning though doing’; task group 
members have led by example, developing new 
partnerships and practical initiatives, and sharing best 
practice in the process. The task group is living proof 
that a joint approach – government, employers and 
unions working together – can add real value to the 
drive to expand workforce skills opportunities and so 
deliver better public services for all. 

The task group was co-chaired by David Amos (then 
Director of Workforce, University College London 
Hospitals NHS Foundation Trust) and Frances O’Grady 

Annex F

11 � The interim report is available at: www.tuc.org.uk/skills/tuc-13514-f0.cfm



Public Services Forum: The first five years

30

However, the implications of the economic downturn 
has quite rightly dominated discussions recently, 
especially in relation to the crucial role that public 
services can play in supporting individual citizens, 
communities and the wider economy through the 
recessionary period and also to help maximise the 
benefits of the upturn when it inevitably arrives. 
The Pre-Budget Report 2008 reprioritised spending 
on public services to support the economy through 
the downturn and it is welcome that this has been 
accompanied by related announcements on skills, 
such as making it a requirement that successful 
contractors have apprentices as an identified 
proportion of their workforce.13

Rising unemployment and the risk of increased 
poverty will place a growing demand on public 
services over the coming period and workforce 
development strategies will be more important 
than ever in maximising the reach and impact of 
these services during a time when there will also be 
increasing pressure on the public purse. Public services 
have a key role to play in supporting the country 
through the recession, especially through delivering 
on values of fairness, equality and support for the 
most disadvantaged. For example, the government 
needs to develop a strategic approach to opening up 
job opportunities in public services to private sector 
employees who lose their jobs in the recession.

Early analysis undertaken by the LSC for the task 
group highlighted that whilst overall public services 
did better than the private sector on training and 
workforce development strategies, there remain huge 
challenges. For example, around a fifth of employees 
in public services do not have a Level 2 qualification 
and, in line with trends across the wider economy, the 
distribution of work-based training is inequitable with 
staff in front-line service-user roles being much less 
likely to access training on a regular basis.

It was also agreed that a case study of a particular 
subsector should be commissioned in order to 
‘reality-test’ the effectiveness of the above approach.

The task group reported back to the PSF with a 
number of provisional recommendations in June 
2008. Following this a case study was commissioned 
in the adult social care sector to assess the 
appropriateness and practicability of the draft 
recommendations for improving workforce skills in a 
single sector.

In the light of the case study research, the task group 
has now finalised its findings and recommendations 
with the aim of instigating government, employers 
and trade unions to take forward a public services 
skills campaign.

1.3 Policy themes
The underpinning theme of the task group’s 
discussions has been the need to ensure that an 
improvement in workforce skills has a tangible 
positive impact on both the quality and delivery of 
public services and the career prospects and personal 
development of individual employees. 

Task group members viewed this as a classic ‘win-
win situation’ on the basis that significant advances 
in skills levels would produce a major pay-off both 
for users of public services and the workforce that 
delivers them. Further improvements in workforce 
development and skills are also crucial if the 
government is to achieve its vision of world class 
public services, which is increasingly based on 
developing a new professionalism where managers 
and front-line staff have freedoms and flexibility to 
shape how services are delivered.12

12 � Excellence & Fairness, Achieving World Class Public Services, Cabinet Office, June 2008
13 � Pre-Budget Report, Treasury, November 2008
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training resources are protected and maximised in 
order to promote value for money in keeping with 
the overall objectives set out by the task group.

The task group has also considered how a number 
of ongoing policy developments could best be 
tailored to support the skills development of public 
services workers. Some of these include the role 
of procurement in influencing employer behaviour 
on skills, the use of Train to Gain to better tailor 
government skills provision to the specific needs of 
sectors, new skills initiatives designed to counter 
the impact of the economic downturn in the private 
sector, and the proposed new right to request time 
to train.

The task group also considered the potential 
impact on workforce skills of developments such as 
contracted-out services, the commissioning process 
and the drive to deliver more personalised services. 
The findings from the adult social care case study 
proved to be highly informative in these areas as was 
the recent agreement brokered by the PSF with the 
aim of improving the quality of services delivered 
under central government contracts. 

Throughout the task group’s discussions, there was a 
positive recognition about the increasingly significant 
contribution of migrant and immigrant workers 
employed in public services and also the extent to 
which changing patterns of migration and new 
immigration policy could impact on recruitment in 
some parts of the sector.

The task group also specifically considered the 
role of unions in promoting skills development 
in the workplace and especially how they could 
further build the capacity of their union learning 
representatives to achieve a stronger and more 
strategic approach in all unionised workplaces across 
public services.

The crucial role of providers, including FE colleges 
and independent training providers, in supporting 

Encouraging young people to make a conscious 
decision to enter public services and to develop their 
job roles was another key theme addressed by the 
task group, in particular in respect of any longer-
term improvement strategy. The LSC highlighted 
the challenges facing the sector on account of the 
age-profile of the existing workforce and other 
worrying age-related trends (e.g. less than 10% of all 
apprenticeships are in the public sector).

The task group had extensive discussions about 
the strength of leadership and management 
skills, particularly at a supervisory level, and how 
weaknesses in these skills can act as a barrier to 
training by front-line staff in particular. Linked to this, 
task group members agreed that skills initiatives will 
only pay off over the longer term if managers have 
the proficiency to ensure that the utilisation of new 
skills ultimately delivers on improved service delivery 
and job satisfaction.

Understandably, the recommendations in the 
final report of the Leitch Review of Skills and the 
ongoing implementation of the government’s skills 
strategy have also had an important bearing on the 
task group’s thinking, in particular the increasingly 
critical role that Train to Gain and apprenticeships 
are playing in addressing the specific skill needs of 
public services. Over the past year the government 
has introduced a number of flexibilities to these 
programmes so that they can better meet the needs 
of the business sector, especially in light of the rapidly 
changing economic environment. The task group has 
discussed the need for similar flexibilities to boost the 
skills and capacity of the public services workforce 
whilst maintaining the overall coherence of the 
government’s skills strategy. 

At the same time it has been acknowledged by task 
group members that there is a need to clarify and 
build a consensus on how to combine the respective 
contributions of all parties including employers to 
meet skills priorities. This should ensure that existing 



Public Services Forum: The first five years

32

a clear message endorsing the crucial role 
of public services in supporting fairness and 
social justice during the tough economic times 
ahead and it should also consider a range 
of flexibilities to enable employers and trade 
unions to come to agreements that safeguard 
jobs whilst maintaining investment in skills in 
the sector.

Procurement, contracted-out services, 
commissioning and personalised services

3.	 The task group welcomes the new government 
statement on public procurement14 and 
recent statements by the Secretary of State 
for Innovation, Universities and Skills setting 
out a much more proactive use of national 
procurement policies (and similar levers 
available to local authorities) to influence 
employer behaviour on skills investment, 
especially during the coming economic 
downturn.

	 – � However, it is evident that too many of the 
relevant agencies at national, regional, local 
and sectoral levels lack suitable information 
and guidance to enable them to implement 
this new proactive approach on procurement 
and skills. The task group therefore 
recommends that the Office for Government 
Commerce (OGC) in consultation with the 
Department for Innovation, Universities and 
Skills (DIUS) and the Cabinet Office should 
urgently develop guidance on procurement 
and skills to drive forward this agenda as 
quickly as possible.

	 – � In addition, the government’s commitment 
to bring forward major infrastructure projects 
to counter the economic downturn needs 
to be mirrored with a commitment to use 

the ‘skills offer’ for the public services workforce was 
also acknowledged by the task group and the need 
to ensure that providers develop the capacity and 
skills to deliver on this agenda.

1.4 Main recommendations
The task group has drawn up the following 
recommendations following the findings of the 
‘reality-testing’ exercise facilitated by the case 
study undertaken in the adult social care sector in 
autumn 2008.

Public services and the economic downturn

1.	 The task group calls on public services 
employers and trade unions to make a public 
statement on the need to maintain investment 
in skills during the economic downturn in 
the same way as private sector employers 
and the TUC have done so in the recent 
advertising campaign under the auspices of 
the UK Commission for Employment and Skills. 
The government must ensure that all public 
services employers are persuaded that this 
challenge applies as much to them as to their 
counterparts in the private sector. Maintaining 
skills investment will be essential in order to 
boost the capacity of public services to support 
individual citizens, communities and the wider 
economy through the recessionary period 
and also to help maximise the benefits of the 
upturn when it arrives.

2.	 It is inevitable that there will be tough choices 
ahead for employers and trade unions in public 
services as they juggle challenges on a number 
of fronts resulting from the consequences of 
the downturn, especially the impact of rising 
unemployment and disadvantage in many 
communities. The government should send 

14 � Buy and Make a Difference: how to address social issues in public procurement, Office of Government Commerce, 2008
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	 To ensure that personal assistants have the 
knowledge and skills to provide safe and high 
quality care throughout their careers, the 
task group recommends that the government 
and General Social Care Council consider 
scope for increasing access to training for 
personal assistants. The task group calls on the 
government to urgently assess how the current 
plans to expand personal assistants will impact 
on the quality of skills and service delivery in 
the sector, and how to guarantee the principle 
of parity with the rest of the workforce. In 
addition, the PSF should initiate a wider review 
of the implications for workforce development 
of the commissioning process and also the 
move towards greater personalisation of public 
services.

Skills Pledge and Train to Gain

6.	 There is an urgent need to tackle the degree 
of variation in take-up of the Skills Pledge 
by public services employers, especially the 
relatively slow progress in some sub-sectors 
(e.g. adult social care). The task group 
recommends that specific plans are developed 
by sectors to address these variations, 
for example through Train to Gain Sector 
Compacts. However, such an approach would 
also have to tackle the irregular fit between 
parts of public services and the Sector Skills 
Councils (SSCs) network. In addition, the task 
group has been particularly impressed by the 
Joint Investment Framework model developed 
for the NHS, which has greatly supported 
progress in take-up of the Skills Pledge in this 
sub-sector. Although it recognises that this 
model is not completely appropriate for all 
parts of public services, the government should 
also look at extending this approach where 
possible.

Annex F

the procurement process so that businesses 
which win contracts deliver skills and training 
opportunities. This will help to revitalise local 
communities and deliver the sustainable skills 
required by workers and the economy over 
the longer-term. The government should 
build on this approach in other sectors.

4.	 The task group also welcomes the new 
agreement15 brokered by the PSF designed to 
improve the quality of services delivered under 
central government contracts, including raising 
the skills of service providers’ employees. The 
commitment to ensure access to Skills for Life 
training for all contracted-out employees and 
to encourage access to Level 2 qualifications 
via the Skills Pledge is a very positive step. 
The task group recommends that the PSF 
should consider extending this approach to 
contracted-out services in all other parts of 
public services as soon as is feasible.

5.	 The government should undertake further 
research into the potential risks and 
opportunities for skills development arising 
out of the commissioning process and also 
the move towards greater personalisation 
of services, especially in the adult social care 
sector. The task group recognises that the plans 
to rapidly increase the number of personal 
assistants in the adult social care sector will 
do much to deliver services that are better 
suited to individual needs by promoting a 
sensitive, consistent, personalised approach 
to care-giving. However, the task group notes 
that, in direct contrast to other sections of the 
adult social care workforce, there are currently 
no plans to register or regulate the rapidly 
growing number of personal assistants directly 
employed by service users.

15 � Joint Statement on Access to Skills, Trade Unions and Advice in Government Contracting, Cabinet Office, July 2008
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total number of apprentices by 2020. This 
should be developed in consultation with 
sector skills councils, employers and trade 
unions and these aspirations would be based 
on a realistic projection of the capacity of each 
sub-sector to support growth in the number 
of apprenticeships.17 The achievements of 
the constituent parts of public services in 
developing ‘home-grown’ apprenticeships 
should be published regularly in order to 
recognise the contribution of those that deliver 
on this agenda whilst also highlighting those 
sub-sectors where there is particularly slow 
progress.

10.	 Government, employers, trade unions and 
partners should develop strategies in all 
parts of public services to ensure that new 
government guidance on procurement 
and skills (see recommendation 3) is used 
proactively to drive up the number of 
apprentices and to tackle equality and diversity 
issues, especially by improving access to 
high quality public services apprenticeships 
for women and black and minority ethnic 
communities.

11.	 Best practice should be a key means of driving 
forward a new approach on apprenticeships 
in public services and innovative approaches 
already in development in different sub-sectors 
should be more widely publicised with the aim 
of promoting similar approaches by employers 
and trade unions across all parts of public 
services. The task group has been made aware 
of a number of pioneering approaches in 
different parts of public services and some of 
these are highlighted in the main body of this 
report.

7.	 The task group has been concerned that 
there still appears to be a degree of confusion 
about the eligibility criteria for Train to 
Gain provision for different parts of public 
services. The task group recommends that 
the government should address the lack of 
clarity and issue a clear policy statement. This 
can then be followed up by a marketing and 
communications strategy by all partners to 
make sure this message reaches all employers 
and trade unions across public services.

8.	 The proposed right to request time to train, 
the Skills Pledge and developing best practice 
should be used as an opportunity to launch a 
new comprehensive culture of regular dialogue 
on learning and skills, thereby empowering 
all public services employees to access 
suitable training to develop their job role. The 
task group therefore recommends that the 
government should lead by example by making 
a commitment that all public services employees 
should have an annual review of their training 
and development needs with actions flowing 
from it, especially in those occupations 
where this is currently not the norm.16 This 
commitment would strengthen and promote 
best practice in training and development across 
public services as well as providing a positive 
example for private sector employers.

Apprenticeships

9.	 The task group recommends that the PSF 
should set aspirations for the number of 
apprenticeships that each part of public 
services should be supporting over an 
appropriate timeframe in order that the sector 
delivers its fair contribution to doubling the 

16 � If possible, a question should be in included in the National Employer Skills Survey asking whether employees are having 
annual reviews of their training and development needs.

17 � This should be based on a robust analysis of the profile of the workforce in each sub-sector and official projections of 
employment change over the coming years.
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struck by comments from employers and trades 
unions alike that public service managers 
and supervisors responsible for front-line 
staff can often lack the skills, confidence 
and organisational support to develop the 
staff for whom they are responsible. The task 
group considers it extremely important that 
the training and development needs of all 
new public sector managers or supervisors 
are reviewed on their promotion into a 
management role. Where necessary, actions 
should be put in place to enable new (and 
potential) managers to access appropriate 
training and development so they can develop 
staff reporting to them effectively. New and 
existing supervisors and managers should 
receive support with their responsibility to 
consider the training and development needs 
of the staff they manage. This could include 
extra development in managing a team’s 
workload to allow time for training for team 
members. Employers and unionlearn should 
both play a role in supporting new supervisors 
and managers to develop their staff.

15.	 The task group also recommends that a 
number of other initiatives are developed to 
support such a strategy including:

	 – � asking the PSF chair to write to the main, 
sector based, public service training and 
development organisations inviting them 
to promote the importance of developing 
staff and supporting frontline managers 
to promote training in their courses, and 
to review their curriculum to ensure that 
managers and supervisors will be equipped 
with the skills to be able to detect learning 
needs in staff and take actions to address 
them

12.	 The expansion of adult apprenticeships 
should be a major plank of the government’s 
strategy to rapidly increase the number 
of apprenticeships in public services. This 
would demonstrate a strong commitment 
to progression for the current workforce. 
Furthermore, there is increasing evidence 
that adult apprenticeships are proving to be 
an effective means of supporting access to 
high-quality training for women employees, 
black and minority ethnic workers and disabled 
people, many of whom previously faced skills 
barriers in the workplace.

13.	 The task group has called on the government 
to make a clear statement about the need 
for employers to maintain their investment in 
skills (see recommendation 1). However, there 
remain concerns that some apprentices in 
public services may be at risk of not completing 
their training due to financial pressures in the 
areas where they work. The government must 
therefore make a clear commitment to work 
with employers, unions, training providers 
and apprentices to minimise the risk of non-
completion and maximise the employment 
opportunities open to public sector 
apprentices. Such an initiative could draw on 
the ‘clearing house’ model developed in the 
construction industry to tackle this challenge.

Leadership and Management

14.	 The government’s vision for achieving 
world class public services is increasingly 
based on developing a new professionalism 
where managers and front-line staff have 
freedoms and flexibility to shape how services 
are delivered. Developing leadership and 
management skills is a crucial component of 
this approach and the task group has been 
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	 – � recommending that senior managers lead 
and enable training provision throughout 
their organisations to empower frontline 
managers to promote training and 
development opportunities for their staff. 
Lessons should be learnt from existing good 
practice and carried across sectors, where 
possible. The work underway at Barking 
and Dagenham local authority (for example, 
their Done in One Academy) is a compelling 
example, and

	 – � requesting that unionlearn develop a 
strategy to address Skills for Life challenges 
in managers which impede their role and on 
which they are too embarrassed to ask for 
help.

The Trade Union Role

16.	 The task group recommends that unionlearn 
should work closely with all public services 
unions to assess how they could further build 
the capacity of union learning representatives 
to achieve a stronger and more strategic 
approach in all unionised workplaces alongside 
a greater focus on supporting the introduction 
and delivery of apprenticeships and the Skills 
Pledge.
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1. Access to basic skills training
Basic skills19 will be relevant to the performance of 
most government contracts to a reasonable standard 
of quality and efficiency. Many employees will already 
have these skills but our objective is to ensure that all 
those providing contracted government services have 
access to basic skills training if they need it, whether 
they are employed by public, private or third sector 
organisations. This will not disadvantage contractors 
whose employees do not already have such skills 
since the government will provide full funding to 
train employees in basic literacy and numeracy skills 
through the Train to Gain scheme. Train to Gain will 
also give all service providers working on government 
contracts free access to a skills broker who can 
identify skills needs and then help the service 
provider to source appropriate training provision. 

We also wish strongly to encourage further 
development of service providers’ employees’ skills 
towards a first full Level 2 qualification – also funded 
by Train to Gain – because this will bring benefits 
both for contract delivery and the wider goals set 
out in the Skills Pledge, which we strongly encourage 
employers to sign. Match funding will also be 
provided to support English as a second or other 
language (ESOL) training. In addition, employers with 
fewer than 50 employees can claim a contribution 
towards the costs of releasing staff for training. To 
make the most of these opportunities, employees 
may need to commit personal time to further study 
or training.

In letting and managing public contracts, 
government contracting organisations will recognise 
the importance of basic skills to service delivery by:

Annex G

Text of the Joint statement on 
access to skills, trade unions 
and advice in government 
contracting (2008)

Aim
This Joint Statement by the government, trade 
unions and private and third sector employer 
organisations aims to improve the quality of services 
delivered under government contracts by raising 
the skills of service providers’ employees and to 
help ensure fair treatment. It supports Skills for Life, 
the national strategy for improving adult literacy, 
language and numeracy skills, and World Class Skills, 
implementing the Leitch Review of Skills in England.

Our aim is to ensure that employees working on 
government contracts18 to deliver public services 
are recruited, retained and motivated to deliver 
high quality services. This will bring benefits for 
the economy, the public and the taxpayer as well 
as the government, its service providers and their 
employees. To achieve this aim, all employees 
delivering government services, whoever their 
employer, should be given access to training for basic 
skills and, should they wish it, access to trade unions 
and to sources of advice. These objectives already 
form part of the government’s policies for its own 
employees. The government has committed through 
the Skills Pledge (Annex A) actively to encourage and 
support all its own employees to acquire basic literacy 
and numeracy skills, and work toward their first full 
Level 2 qualification in an area that is relevant to their 
business. Our purpose is that employees providing 
public services but employed by private or third sector 
service providers should be similarly supported.

Annex G

18 � This means contracts, for example cleaning and security, with central Government departments. It is the Government’s 
aspiration to extend the Joint Statement beyond central Government Departments to other parts of public services. This is 
subject to evaluation of its impact in central Government (as set out in section 4 of this Joint Statement), and further discussion 
on the detail of any possible implementation.

19 � Basic skills are defined as Level 1 literacy (equivalent to GCSE English at grades D-G) and Entry Level 3 numeracy (one level 
below Level 1).
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practical, permitting training at workplace 
facilities, sharing in-house expertise or, where 
cost-effective, sharing training programmes, and

encourage and support voluntary further basic •	
skills development and training by the service 
provider.

Private and third sector service providers recognise 
the importance of a skilled workforce in delivering 
improved public services. Once it has been 
determined that basic skills are directly relevant to 
successful delivery of a contract:

potential services providers will be expected to be •	
ready to provide evidence of capability to deliver 
a value for money service, including evidence that 
their workforce has the relevant basic skills, when 
tendering for government contracts, and

service providers will be expected to identify and •	
plan to acquire and meet the basic skills needs of 
all relevant employees.

In addition, service providers should consider 
whether, by signing a commitment to the Skills 
Pledge, they might better meet their business needs 
by encouraging and facilitating their employees’ 
access to training up to Level 2 through Train to 
Gain. In some cases Train to Gain can be used to help 
fund skills training at Level 3.

Outside the formal procurement process, as part 
of wider partnership and in line with good practice 
more generally, service providers will:

work with contracting organisations, for example •	
sharing in-house training facilities, sharing 
expertise or, where cost effective, sharing training 
programmes

train all employees to do their job, whatever their •	
role, profession, previous qualification or working 
pattern (including, for example, those working 
part time; we would also expect this to apply to 
voluntary workers), and

a) using the formal procurement process, to 
identify on a contract by contract basis the basic skills 
which will be needed for successful contract delivery, 
taking into account whole life cost, quality of service, 
and value for money. There is an expectation that 
contracts will include a requirement for employees 
to have, or acquire, basic skills, and their relevance 
to the contract will need to be made evident. For 
example, such skills are important for staff dealing 
directly with the public. Commissioning authorities 
will ensure that such skills-related criteria are 
reflected in the contract specification and taken into 
account in assessing tenderers.

b) including in government contracts, 
performance conditions requiring government 
contractors to provide access to basic skills training, 
in accordance with the public procurement 
framework.

c) monitoring contract performance, to ensure 
that employees delivering the services have the 
necessary basic skills to provide the quality and 
efficient services specified. 

In addition, outside the formal procurement 
process as part of good relationship management, 
contracting organisations will work with service 
providers to:

highlight the importance of the skills agenda to •	
the government through regular dialogue with 
service providers and/or distribution of relevant 
literature on the skills agenda/pledge

raise awareness of the availability of •	 Train to Gain 
to employees to access further skills training at 
basic level and up to Level 2

encourage service providers to sign the voluntary •	
Skills Pledge as part of further improving 
performance and raising the standard of public 
services – and highlight the benefits of so doing

facilitate service providers’ employees’ access to •	
basic skills training. This might include, where 
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working on contracted government services can 
access trade unions, should they wish to do so. 
Other sources of advice and support are covered in 
the next section. Many service providers recognise 
trade unions, frequently through a TUPE transfer 
where a service has been contracted out, and there 
will be procedures in place for individual employees 
to access the relevant union.20 This statement is 
particularly relevant to good practice where there is 
no such union recognition. 

Government will continue to work in partnership 
with trade unions, public, private and third sector 
organisations to ensure individual rights in relation to 
trade unions are properly and consistently applied. 
To support the aims of this statement, government 
organisations commissioning and monitoring 
contracts for services will encourage service 
providers to:

provide information on trade unions (as set out at •	
Annex D), and

communicate this information to their employees •	
in a timely and appropriate manner.

All service providers contracted to government 
organisations are required, like all employers, to 
comply with the law on trade union membership 
and treat employees fairly. In support of the aims 
of this Statement, service providers should actively 
communicate with their employees and, where 
appropriate, seek to build good relations with 
trade unions (see Annex D). In particular, service 
providers are strongly encouraged to communicate 
the information on trade unions in that Annex to 
their employees. This should be done in ways that fit 
with their business processes, for example on notice 
boards, in the employee handbook or during their 
induction. This is to ensure that all employees can 
access information, advice and support at work and 
understand their rights in relation to trade union 
membership.

encourage employees to develop their •	
employability, both on the job and in their own 
time, as appropriate.

Trade unions and Union Learning Representatives will 
help implement this Joint Statement, in partnership 
with government organisations and their service 
providers. This could include promoting basic skills 
issues with current and potential service providers, 
encouraging them to make a commitment to the Skills 
Pledge, assisting them in engaging with a Train to 
Gain Skills Broker, and encouraging employee take-up 
and application of training opportunities. This includes 
encouraging employees to develop their employability, 
both on the job and in their own time, as appropriate.

Meeting costs. We do not intend to impose 
unnecessary costs on service providers or on 
government contracts. Government will fund 
the main additional costs through Train to Gain 
(including engagement and brokerage costs) 
as set out above and, for employers with fewer 
than 50 employees, government will also make 
a contribution to the costs of releasing staff from 
their normal duties to undertake agreed training. 
Service providers’ costs will be limited to identifying 
employees with basic skills needs and working with 
their Train to Gain broker to facilitate attendance at 
appropriate training programmes.

2. Access to trade unions
Employee involvement is a key ingredient of 
successful public service delivery, and it is particularly 
important that service providers and commissioners 
engage with employees in order to achieve staff 
buy-in and high standards of service. Trade unions 
play a valuable role in the workplace, for example 
as an established source of help and information to 
their members, and represent their members’ views. 
The principal aim of this section of the statement is 
to ensure that, whoever their employer, employees 

20 � This statement will apply to all government contracts, not just those subject to a TUPE transfer.
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information in a timely manner that fits with their 
business processes for example, in their induction 
pack or staff handbook, on notice boards or through 
electronic communications.

Trade unions will also continue to work in partnership 
with service providers and government to ensure 
their members have access to basic advice and 
information.

4. Review
We will hold an initial review of all these 
arrangements within six months through the PSF and 
thereafter monitor progress against all our objectives 
annually, including an assessment of the extent 
to which anticipated benefits are being realised. 
This review should also monitor the impact on the 
procurement process, including monitoring the 
impact on small businesses and checking that that 
there are no unexpected costs or other unintended 
consequences. This should include case study 
examples of government contracts with the Joint 
Statement embedded.

In particular, we will measure the impact on access 
to basic skills. This will be done by cross-matching 
data from procurement leads with information that 
DIUS/LSC gather about companies actively engaged 
in Train to Gain, to help track progress on the Joint 
Statement and by conducting a sample survey of 
cross-matched companies to identify those who 
were engaged in training as a result of the Joint 
Statement. Train to Gain brokers will contribute to 
intelligence gathering. We will also review progress in 
engaging employers in signing the Skills Pledge.

Trade unions will continue to work in partnership 
with service providers and government to contribute 
to improving public service delivery. In particular, 
as already described they will promote relevant 
learning opportunities for all employees and 
will also contribute, including through Learning 
Representatives where present, to address workplace 
issues, such as facilitating training opportunities and 
encouraging employees to take them up.

3. Access to advice
This section outlines practical steps that contracting 
organisations and service providers can take to help 
employees working on government contracts to 
access useful advice about their working lives and 
rights at work. This may be particularly relevant for 
those whose basic skills are limited. A great deal of 
information about company policies and employment 
rights and how these apply to employees will be 
outlined in the company or staff handbook. Annex 
D lists a range of sources which complement, rather 
than duplicate, this. 

Government will continue to provide information 
in an accessible form which enables people to 
understand their rights at work and to access trusted 
sources of advice through resources such as www.
direct.gov.uk and the ACAS helpline, which provide 
free, impartial advice. Government contracting 
organisations will assist service providers by providing 
them with the information at Annex D about sources 
of advice for appropriate use with their employees.

In support of this Statement, service providers 
working on government contracts should take active 
steps to enable employees to access such advice, 
including through their own line management and 
HR organisations and trade unions, where they are 
recognised. The emphasis should be on enabling and 
signposting access to advice, rather than providing 
personal or prescriptive advice. In particular, service 
providers are encouraged to communicate such 

www.direct.gov.uk
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Annex H

Glossary
ACAS	� Advisory, Conciliation and Arbitration 

Service

ACEVO	� Association of Chief Executives of 
Voluntary Organisations

ATL	 Association of Teachers and Lecturers

BSA	 Business Services Association

CBI	 Confederation of British Industry

DIUS	� Department for Innovation, Universities 
and Skills (now BIS – Department for 
Business, Innovation and Skills)

EIS	 Educational Institute of Scotland

FDA	� First Division Association 

GMB	 General trade union

IDeA	 Improvement and Development Agency

LSC	 Learning and Skills Council

NAPO	� Professional Association for Family Court 
and Probation Staff

NASUWT	� National Association of Schoolmasters 
Union of Women Teachers

NCVO	� National Council for Voluntary 
Organisations

NUT	 National Union of Teachers

OGC	 Office of Government Commerce

PCS	 Public and Commercial Services Union

PSF	 Public Services Forum

SoR	 Society of Radiographers

SSC	 Sector Skills Council 

TUC	 Trades Union Congress

UCU	 University and College Union

Annex H
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