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CUSTOMER AND SUPPORT SERVICES

HUMAN RESOURCES DIVISION

QUARTERLY REPORT 

TO LEAD MEMBER BRIEFING

    6TH NOVEMBER, 2006
“Creating the best possible quality of life for the people of Salford”
PART ONE 

EMPLOYMENT AND WORKFORCE PLANNING
The Employment and Workforce Planning Group provides strategic and operational HR support using a combination of centrally based and outstationed staff.  

Outstationed Teams

The Outstationed Teams work closely with management teams and Trade Unions to assist with the consultation and negotiation processes with staff.  This supports effective management of change and the teams advise on employment law implications that need to be addressed when undertaking large scale reviews such as TUPE, fixed term contracts, redeployment, etc

Progress in the key priority areas is summarised below.

· The outstationed teams have been involved in supporting the following policies:
	
	Number of cases by directorate

	Directorate
	Disciplinaries
	Grievances
	Dignity at Work
	Attendance Management

	Chief Executive
	0
	0
	1
	0

	Children’s Services
	28
	4
	1
	189

	Community Health & Social Care
	18
	3
	7
	85

	Customer & Support Services
	2
	1
	3
	47

	Environment
	6
	1
	0
	41

	Housing & Planning
	2
	2
	1
	18

	Urban Vision
	4
	0
	1
	15

	TOTAL
	60
	11
	14
	395


In addition outstationed teams are involved in the following large-scale reviews/ restructuring projects:

Housing Investment Options

Corporate Impacts 

· The Corporate Impacts Working Group have been meeting on a monthly basis from June this year with senior representatives from all directorates.  This group has established a detailed project plan and has started to review SLA’s and contracts that directorates have with either New Prospect Housing or Housing Service.  In order to retain service contracts with the new housing organisations it has been necessary to review SLA’s and design service contracts.  In order to meet regulatory requirements for current contracts to be novated to the new organisations they have to be more specific and identify performance, quality and cost.  All directorates are reviewing their current SLA’s and transferring the details into the new format and looking at what future business they will be able to bid for.

· Urban Vision have been commissioned to look at office accommodation for the new housing organisations and where possible utilise present Council buildings

Bids to Government

· An Expression of Interest submitted on 31st March, 2006 – credits of £109 million for Pendleton area.
· On the 31st July, 2006 we put two bids to government for the transfer of stock to a Local Housing Company in West Salford and an ALMO – for Central Salford.

· We are expecting an announcement for PFI by the end of October and for the other bids in November 2006

Staff Briefings

· Following the staff briefings in July we explained to staff that following ministerial announcements we would meet with staff to go through the new structures for the new organisations and where they would be working in the future.

· We will be running bespoke briefing session for a week from 13th November, 2006. The briefing sessions will be as follows:


· Local Housing Company – West Salford

· ALMO-Central Salford

· Common Service Provider

· Strategic Housing Function

· Central Teams – including support services, rents and void teams

· Some staff will currently provide a service for New Prospect that will be divided into two when the new organisations are set up for example HR.  For these staff we have developed an assimilation process which has been agreed with the trade unions.

Urban Vision
· The HR Team have worked on integration of HR processes with those of Capita Symonds.  This included a fact finding trip to Capita Symonds shared service recruitment centre after which a number of improvements were made to work flow systems resulting from the seconded employment of Capita Symonds staff into Urban Vision.  

· Challenges from the integration of 3 employing bodies into Urban Vision continues to form a significant part of the teams work.

· A managers guide to employment of Capita Symonds staff has been produced outlining the different processes for this group of staff and sign posting managers (who may be employed by Salford City Council or Capita Symonds) to the process requirements for managing this group of staff e.g. what to do when appraising Capita Symonds employees.  

· Preparation for the introduction of the Age Discrimination legislation has taken place with managers receiving appropriate advice particularly in relation to recruitment.  A member of the team has attended the age discrimination working group producing a guidance document on this new area of legislation.

· Considerable support has been given to managers at the Highway Services Depot in relation to management of manual workers on disciplinaries, a dignity at work claim, re-deployments and attendance management.  This has resulted in improved management of staff in this traditionally problematic area.  

· A presentation has been arranged for the UV management group on stress at work and also on equalities.

· Work is taking place on preparation for an Open Day for recruitment to non-manual positions in Urban Vision recruiting to positions from the 3 UV employers – SCC, Capita Symonds and Morrison Highways Division.

· A Recruitment Forecasting system has been developed in order to predict future vacancies for the potential expansion of UV through new business opportunities.   

Community Health & Social Care

· Since the last report resource has been allocated to new team members in terms of support from existing team members. Initially this had a significant impact on the team, but these efforts have resulted in the successful integration of new members enabling them to make a significant contribution to team efforts.


· The team are in the process of reviewing working practices in order to provide a more customer-focussed service. As part of this review a new system of allocating work throughout the team has been introduced resulting in team members having dedicated areas of work across the Directorate. Feedback from managers has been very positive.  This review will continue to evolve with further improvements anticipated.


· Various changes have been made to the tasks undertaken to ensure these are consistent with the service plan. In particular various administrative tasks have been reviewed and either eliminated or devolved to the appropriate level. Also systems have been set up in order to monitor casework, to ensure work is satisfactorily progressed and workload can be measured for reporting purposes.


· The process within the Directorate, for making changes to the establishment and other staffing decisions, has been reviewed in order to bring this in line with the corporate process, which is currently under review. It is anticipated that once the corporate process is agreed then this will be implemented within this directorate.


· There has been a significant increase in the number of Disclosure checks as a result of summer vacation workers, recruitment open days and the Museums section checking all their staff. This, combined with a reduction in the number of counter-signatories, has had an impact upon the workload within the team. 


· The team have provided support at 2 x recruitment fairs, and various other mass recruitment campaigns for summer workers and volunteers. 


· There are a number of large scale proposals for change within the Directorate requiring HR support to managers in several major consultation exercises (review of mental health services for older people including White Meadows; closure of 54 Burns Road; review of home care contracts; closure of the bathing service). This has also had a knock-on effect on the number of redeployees who are seeking alternative employment.


· The team have begun a major exercise to ensure the SAP system is accurate. This involves working with Managers and Finance in each area on the establishment and will ensure the accuracy of management reports. This exercise has already identified various anomalies including several people who have been overpaid. Work is on-going particularly in the areas of joint working in order to develop SAP protocols which will provide a degree of flexibility yet ensure that salaries remain equivalent to those in partner organisations.


· The team have delivered several training sessions to managers in SCL on Attendance Management.

· As part of the brief of the Principal HR Adviser to increase capacity in the health and social care sector, successful open day recruitment events were held for the Learning Difficulties Service during July both for supported tenancy network and for day services.  These events have proved to be increasingly successful in providing a solution to a traditionally difficult area of recruitment and the consistently high numbers the events attract has enabled the service to raise the standard of candidates appointed. 

· Analysis of the events indicated that there was significant interest in working within this service from people who did not have any experience of care.  In order to widen participation, the Principal HR Adviser sought and received approval to run a pilot pre employment course to raise awareness and ensure that prospective employees understood what the job entailed and whether it really was something they would want to do.  To achieve this a film was commissioned to form the basis of the course which was held at Salford University over three consecutive weeks for three hours in the evenings and was delivered jointly by the Principal HR Adviser and the Network Manager. The course was very successful and attracted 180 people to the first session, 108 to the second and 83 to the third.  Delegates attending all three sessions were guaranteed an interview and 79 people have taken advantage of this opportunity.  The interviews are currently taking place and it is anticipated that they will result in a waiting list for future vacancies and the opportunity to pass on contact details, subject to consent, to the independent providers from whom we contract services.

· Both the open days and the course attracted a diverse group of interested candidates.  This diversity, in terms of gender, age and ethnicity has followed through into appointments.

· The film will have many other applications including Safeguarding Adults and use on the Joint Degree Programme at Salford University.  A copy has also been sent to the Commission for Social Care Inspection.

· Other projects undertaken by the Principal HR Adviser have included a significant piece of work which has resulted in strengthening the capacity of the contracting and monitoring function of the Directorate and writing editorial and advertorial for magazines specialising in the recruitment of young people.

Environment

· HR have supported the negotiations to amend the terms and conditions of Playground Inspectors and assimilate them onto the same working conditions as the rest of the Grounds Maintenance Division, effective from 13 November 2006.

· A tendering exercise was recently completed for Arboricultural Services within Salford, and Wigan Leisure Services won the contract.  Existing staff will therefore transfer to Wigan under TUPE, and HR have been involved in the smooth running of the transfer, including meeting with and supporting employees, and liaising with Payroll and Wigan HR to ensure correct payments and information are made in time for transfer.

· The team are currently in discussions with Citywide and the Supported Employment Team to enable two individuals with learning disabilities to gain employment within Citywide.

· The exercise to update the information held on SAP has now been completed, and the team have provided much support to Payroll, in terms of provision of information regarding the many multiple employment contracts within Citywide.

· The team have provided support to the recent review of management structure within Citywide, and will be instrumental in confirming contractual changes as a result.  A review of recruitment practice in Citywide has also been initiated, and the team will continue to support this.

· HR have been instrumental in arranging a pilot succession planning exercise for the Directorate in line with its Workforce Development Plan, which has so far included the establishment of the process to be followed, staff to be included, and criteria for selection onto a number of project groups.

Housing and Planning

· The team have recently provided HR support for the recruitment of the two senior appointments of the new Head of Partnerships and Business Support and the Anti-Social Behaviour Manager.

· Further briefings have been arranged for managers in the application of the Attendance Management Policy, and team members are currently active representatives on groups looking at issues such as options delivery, organisations structure and communications issues within the Directorate

· The team have supported the recent review of posts within the Business Support Team, pending the outcome on the organisation structure of the Stock Options process.

Customer and Support Services

· The team are currently providing support to the Customer Services division regarding a revision of their Internal Services structure.

· Assistance has been provided to enable the successful return to work, in liaison with the Disability Service, of an individual who became disabled during the course of their employment.

· The team have been working closely with Aspire and secured the employment of a number of clerical / admin staff within the Directorates they support.

· The team are currently co-ordinating appraisal dates and evaluation of training for HR.

· Some initial work has been undertaken to establish a model for succession planning within IT Services, to address issues of business continuity in respect of specialist posts.

Chief Executives

· A review of the Executive Services Team has recently taken place, and the team have provided HR support to this process.

· A member of the team has provided substantial support to effect the successful redeployment of one employee in a time expired post.

· The team have recently provided HR support for the recruitment of the two key appointments of Assistant Chief Executive and Personal Assistant to the Chief Executive.

· Support has been provided around the recruitment of a number of posts jointly managed between the Council and Greater Manchester Police.

Children’s Services

· Work has been completed to ensure that the SAP system now accurately  reflects the  structure for the new Directorate, as there have been significant changes arising from the creation of a new Directorate. This has been a major piece of work due to the size and complexity of the Directorate.

· The Teachers Pension Scheme changes significantly with effect from 1st January 2007 and officers are preparing Briefing Sessions for schools and colleagues within the payroll team to ensure that the changes can be implemented smoothly, and that Teachers understand what the changes mean for them as individuals.

· Information relating to the Age Discrimination Legislation has been prepared for the Directorate and Schools and posted on the intranet site. Training sessions are being planned for schools and Governing Bodies later in the term. All policies and procedures are being reviewed to ensure they comply with the new Regulations.

· The Building Schools for the Future programme has now commenced and some initial information about possible staffing implications has been prepared to help schools deal with questions from existing and new employees about what might happen in employment terms.

· Staff Consultation meetings have been held with 7 Primary Schools facing closure/ amalgamation in the next few years to advise about employment implications  etc.

· The Directorate is establishing Children’s Centres in several schools within the city and the HR Team are supporting schools with the pay and grading  issues for new posts, and advising re TUPE issues where posts from other organisations may need to be transferred.

· All Schools have recently had to produce information for the Dfes about the number of staff working with children that may  not have received either a Police Check or a CRB Disclosure. This has been an extensive piece of work as in all cases schools have relied upon HR records to produce this information. Other detailed work in relation the CRB process and requirements is also underway.

· Briefing sessions re the Attendance Management Policy have been provided both for Schools and Senior Managers within the Directorate as concerns remain about the high levels of absence in some areas. 

· A comprehensive review of the Service Level Agreement with Schools is being undertaken as the HR Team is under considerable pressure as result of the growing demands of schools and the needs of such a large Directorate. The team has experienced a period of instability as a result of turnover and maternity leave and it is necessary to review the service to ensure it is fit for purpose for the future.

Strategic HR Developments

Recruitment Advertising

· We have been tracking website activity across our job pages and related functions on a monthly basis.  The activity so far for 2006 is shown below:

	Website activity
	Q4 2005
	Q1 2006
	Q2 2006

	No. Job Bulletins downloaded
	3815
	2957
	2733

	No. Job Bulletins viewed online
	1797
	2263
	2148

	No. People Registered to Job Alerts
	1035
	1608
	2373

	No. People who have activated Job Alerts
	666
	1010
	1452

	No. Of times the Job pages have been viewed
	150236
	150261
	145174

	No. Of visitors to the Job pages
	47353
	48365
	49176


Overall the website and functions are performing well, especially when 

comparisons are made against activity for each quarter for the previous year (available on request).

· The introduction of ‘acknowledgement postcards’ to confirm receipt of application forms is proving to be very successful in communicating status of applications with candidates. 
· The job alerts system has been promoted on our website and in LIFE magazine in September, and we have increased the numbers registered as can be viewed in the above table to 2373 registered users of which 1452 are active. This quarter we will be looking to improve the number of active users. 

As part of the improvements to the job alert functionality, we are improving the categories of vacancies and also the search facilities, e.g. search by part time or permanent post etc.

· The investigations into the introduction of job alerts by text have indicated that it is feasible.  IT are now continuing to progress this in line with our requirements.

· This quarter activity has also taken place to identify improvements to the styling and structure of the job pages on the internet.  It is anticipated that next quarter will see the introduction of a much more accessible site.

Diversity Stories are being collected to appear on the site from staff.  These will help to promote the benefits of working at Salford City Council and also encourage applications wider areas of the community.

· In line with the Age Discrimination Act an age neutral application form has been introduced. 

· We are presently in talks with ‘Disabled Go’ about the possibility of linking our website to their new jobs section to help promote our vacancies to individuals within this community.
Data Protection

· A Data Protection HR Group has been set up to ensure that HR activities are in line with the act.  To date a new application form has been drafted for comment, (due to be piloted next quarter) and records management is now being considered.

Freedom of Information (FOI) Requests

· Information on FOI’s this quarter.

	Number received
	Number completed
	Number on track
	Number Late

	10
	8
	2
	0


Attendance Management

· The Online Sickness Absence Recording form has seen a continued roll out this quarter.  To date the feedback has been very positive not only from those using the facility but also from Salford City Council’s Audit Team (see later).

Current functionality now includes:

· Timely entry of sickness absence onto SAP

· Management Information, namely the ability to view the last 6 months absence for an employee

· Automated emails to managers when an absence is entered with details of the absence and the last 6 months absence for that employee.

· Downloadable ‘Return to Work Form’.

· Automated emails to payroll where an absence is due to an accident so that potential SSP payments can be retrieved from any successful claim.

· Links to the Attendance Management Policy (AMP)

· AMP trigger reminders appear on screen

Planned Improvements

· Reasons matrix to be added to improve consistency of reasons for absence reporting

· Links to Occupational Health Pages to provide managers with greater details of the service available from them and also information on illnesses and symptoms.

· Prevention of Pending Reason being an option for records that need closing

· Inclusion of the ‘Stress Pack’ so that it can be downloaded.

· Improved management information, quarterly sickness absence information is now available by Directorate on the HR Intranet pages under workforce statistics to improve access for Middle and Line managers.  Tables showing the number of absence occurrences and a ‘Stress Day’s Tracker’ have also been introduced.

· Attendance Management Workshops for each Directorate were introduced in July. The format of the workshops was to present the absence figures by directorate and by area so that areas of concern could be noted and then discussed. In addition, some demographic data was presented that highlighted areas of interest by age/gender/pay scale etc. Representatives from HR and the Occupational Health and Safety unit (OH) were also in attendance, to help with the discussions.  The feedback from attendees was very positive.

· As a result of the Attendance Management Workshops quarterly meetings are now being offered to Directorates.  Each meeting has a representative from the Directorate, HR and OH.  The objective is to provide an environment where the absence information can be discussed in earnest and facilitate focused action to address specific concerns.

Best Absence Management Strategy Award

· We are very pleased to be able to announce that Salford have been shortlisted for the above prestigious award run by Pay Magazine. The awards ceremony takes place on 14th November 2006 in London.

Audit compliance project

· The findings of a recent compliance audit of the application of the AMP has identified that the online sickness absence recording form is and will continue to improve the management of sickness absence.
Communications campaign

· HR have commissioned an employee communications campaign to highlight the effects that absence has on the authority. This campaign is due to be launched in December 2006 and will consist of a number of different approaches including posters, email alerts etc based on a theme of ‘we don’t work without you’.

SAP Developments

· Organisation structure workshops continue to take place and Directorates are confirming that they are 95 – 100% complete.

· The Form 1A’s…etc, have been reviewed by a focus group and as a result have been condensed into one document that now satisfies all parties involved in the process.  This new version will be launched next quarter.

· Working patterns are now being configured with the SAP Team and are being tested alongside multiple employment. 

· Org plus (organisation structure software) has now been installed and external training for HR staff has been provided. The project to roll this out and build org structures in SAP will take place next quarter.

Investigation Database

· The development of the Investigation Database is now with the SAP Team.
Criminal Record Checks

· The Systems and Information Team commenced the centralisation of the CRB process on 18th April 2006, starting with Children’s Services.  We have now processed in excess of 800 CRB Applications.
We are continually fine tuning the process to improve efficiencies internally and the effectiveness of the service to our customers.  For example, training sessions have been held with ID Checkers in Schools so that they collect the correct information, a dedicated web page on the intranet for CRB’s has been introduced for further support.  Also, an acknowledgement postcard has been designed for postal CRB applications, this improvement is two-fold as it confirms receipt to the candidate of the application and also notifies them if there is a problem with their application and gives them our new dedicated phone line number to contact us so the matter can be resolved.  This is much quicker than typing individual letters.

· Reports have been presented to Children’s Services and Community Health and Social Care Management Teams concerning development and extension of the disclosure service in the light of changes in regulations.
Employee Details Audit

· The employee details audit for schools has now taken place. Regular update sessions are being held to ensure that the information is recorded onto SAP as soon as possible, to ensure that our BVPI figures are as robust as possible.

HR intranet site

· The new, improved HR intranet site was launched on March 31st 2006. The site now provides employees with comprehensive information relating to their employment, along with contact details (including photographs) of all HR staff. Feedback has been really positive with lots of ideas for additional information. We will continue to develop the site on an ongoing basis.

· A survey was distributed amongst HR staff and has now been collected on the usefulness of the HR pages.  

· Considering further improvements to content and functionality

Training

· Further Data Protection Act training for HR staff has been agreed for 29th November 2006.

· We received good feedback from HR following our Computer Skills Survey and will now be developing a course that meets requirements identified.

Pay and Grading Review

· Job Evaluation scores have been shared with the Steering Group and queries raised to date have been addressed.  All new posts and regrade requests are being assessed against the Scheme.
· Preparations are continuing for publication of Job Evaluation results.
· The results of the Job Evaluation exercise are being integrated into SAP and the paymodelling software and initial paymodelling is being undertaken.

· A comprehensive communications plan is being put together in conjunction with the corporate communications team

· Further workshops are to be held with service managers and HR staff to develop the details of a revised rewards structure and to examine the operational impact of different pay and grading structures.

· Discussions with the trade unions are continuing and will tend more to looking at implementation issues.

· Work is underway to deal with equal pay issues arising from the former manual worker conditions of service.

· An equal pay policy has been developed and will be issued for consultation in early May.  This will be incorporated into the pay and grading framework agreement.

· Work with the AGMA pay and grading group continues with a view to undertaking a more joined up approach

Management Services

· The team is also assisting GMPA review its Witness Protection Scheme.

Other work

· CRB Disclosures advice and process developed for Salford Talking Newspapers and Phoenix Supported Employment Ltd. 

· Non-pay staff benefits package agreed with Choice4all (external provider) and launched in September, 2006.

· Intranet staff benefits page refreshed with a number of new offers available for staff and Members.

· Discussions held with Finance/Travel Plan on introduction of subsidised bicycle purchase scheme. 

Employment Appeals

· There have been 3 cases considered at Employers Forum up to the end of October, 2006.

· Active Employment Tribunal claims to 31st October, 2006.

	Cases in progress
	7

	Decision awaited
	1

	Settled/withdrawn/struck out
	3


PART TWO

ORGANISATIONAL DEVELOPMENT AND EQUALITIES

Corporate training and development programmes

· The programme of training to support the introduction of the corporate appraisal scheme has been completed.  Resources are now directed to provide training to improve the competency of staff.  Approximately 1,000 members of staff have received appraisal training.

· The DCLG-funded programmes to develop capacity are now being completed and final claims have been made to government.  New capacity building funds are being managed on a regional level.  We are working with the fundholders and GONW to influence spend and maximise resources for Salford staff.

Corporate Training and Development Group

· A corporateTraining and Development Group has been formed which comprises of officers from each of the directorates and the corporate training teams (HR/ITC) as well as members from the good practice project and new deal.  The group will work together to identify and share best practice and resources and develop new policies and systems across the whole of the council.

Induction

· Currently the corporate induction programme is an e-learning module for all staff. Proposals are being developed for a more significant corporate induction programme involving electronic and traditional formats. Consideration is being given to an enhanced induction for senior officers.

Elected Member Development

· A new Skills Framework for Elected Members has been proposed and is being consulted on.  A comprehensive training needs analysis for Elected Members is underway.  

SAP Integration for OD

· A programme to maximise the use of SAP as a database to record and manage all training and individual performance and development processes is underway.

Transform Network

· The Transform Network has been set up and comprises of people who have completed the Transform  or AGMA Capacity Building programmes.  The purpose of the Transform Network is for people to share ideas and good practice and to work on cross directorate projects.  An interactive discussion forum has been set up and will be launched soon.

Web Page Development

· Work has been continuing on developing the web pages and a training and development brochure will be launched in the next few weeks.

Investors in People – Community, Health & Social Care

· Community, Health & Social Care Directorate committed to achieving the Investors in People Award in September 2005.  The Staff Development Section took responsibility for assisting the Directorate with its progress and developments along the journey. 

· Final Assessment took place on October 3rd  the Directorate were recommended to achieve the award and also were invited to apply for 'ambassador status' and to become champions for the award nationally. 

· Only 14 organisations nationally have become part of the Champions Programme to date. As this process reaches its conclusion, the Directorate would be one of only a couple of public services and large organisations with this status and is therefore likely to attract considerable interest nationally.  

· Liz Ardern  (Staff Development Co-ordinator who led on this from the Staff Development Section), in recognition of her role in this achievement, won the category of ‘Developing the Workforce' at the recent Community, Health & Social Care Awards.

· Sandi Pennington (Team Leader) was also a finalist in the ‘Developing the Workforce’ category for her support to the Safeguarding Adults programme of work. Safeguarding adults is of vital importance for citizens of Salford to ensure the most vulnerable in our communities are protected. The current multi-agency policy has been operational for some 5 years.  Making staff aware of what abuse is and what to do if they suspect it is therefore necessary. Sandi has built on existing training in a creative approach this year and expanded rapidly the activity in this area.

· This level of positive training activity and commitment was cited as a strength in the recent C.S.C.I. inspection.

Equalities and Diversity Team

The Team has focussed on the following:

· The delivery of Equality Impact Assessments to meet our statutory requirements. A training programme for nominated staff in all Directorates is taking place. Also an electronic management tool has been purchased to support assessments and enable each Directorate to share key information.

· Directorates are currently undertaking Equality Impact Assessments (EqIAs) on everything that they do to ensure that their services and employment opportunities are accessible to as many people as possible. This means that all policies and procedures, functions, custom and practice, whether written or unwritten, formal or informal will be impact assessed to see if there are any adverse effects on any member of the community in terms of, for example, race, gender, disability, age, sexual orientation and religion and/or belief.  

· If any barriers to people accessing the services are identified, these will be addressed within the EqIA process.

Managers and officers within all directorates are currently undergoing training which is being delivered by Trinity Consulting. The council has also purchased an e-tool from Trinity which will provide directorates with a systematic method of undertaking EqIAs. 

· Making amendments to policies and procedures to ensure the Council complies with the new age regulations for employment and training.

· Preparing a Disability Equality Scheme for publication in December.

· Preparing for the writing of a Gender Equality Scheme to be published in April 2007.

· Preparing the annual report for the Race Equality Scheme to be published in May 2007.

· Delivering the ‘pool’ for the recruitment to administrative and clerical vacancies.  There were 20 starts in the 2nd quarter. Already there have been 14 starts in October and it is anticipated that there will continue to be growth as the quality of the scheme is recognised. We are now looking to expand the model into different work areas such as the customer contact centre.

· Revising the Recruitment and Selection Code of Practice to include the ‘competencies’ now used in appraisal and improve the process to deliver more certain recruitment outcomes.

· Delivering a number of ‘into-work’ projects including Supported Employment, work experience placements, apprenticeships, looked after children.

· Establishing staff groups for BME, Disabled and LGB&T staff.

· Springboard

The Springboard Women’s Development Programme has been re-launched within the Council.  23 women enrolled on the first session of the Programme, which took place on Wednesday 11th October 2006.  Each of the 4 one-day sessions will be facilitated by Marion Coleman, a Springboard accredited trainer.  Interest is such that we have already have a waiting list for women wishing to attend the Briefing Sessions for the next course, which we envisage will start in February/March 2007.  Each session has a guest speaker and volunteers to undertake this role include Josie Browne, from the Salford Disability Forum, Susan Wildman, Director of Marketing and Communications, 

Councillor Val Burgoyne and the Chief Executive, who is giving a presentation on the last day of the current course. 

Community Involvement

· As part of the EqIA exercise, the Equality and Diversity Team have asked community and other groups across the City to come in and talk to managers and officers involved in the EqIA process about the issues that they face when accessing the council’s services.

· Groups that have delivered presentations to date are; The Gender Trust, Contact a Family, Body Positive, Salford Disability Forum, HMP Walton and HMP Styal, Henshaws, George House Trust, Salford Youth Service, Waterside Resource Centre, Princess Royal Carers Trust and Start in Salford. 

· Groups that have arranged to talk to us in the next weeks are; Salford’s Person Centred Planning Team, the Lesbian and Gay Foundation, Salford Being Heard, Salford Link Project, Kirkham Prison, MORF, a group from the Jewish community, Pink Parents, Oxfam and Drama for Training. 

· Social isolation is a major factor for all groups who have been to talk to us due to fear, lack of knowledge and inappropriate attitude of people who are dealing with them.  The Council’s ongoing equality training programme is designed to ensure that all staff have an understanding and relevant skills to address this issue. 

· Managers and staff attending the sessions have all commented that they are now a lot more aware of the issues faced by the various groups within the City and that they will be able to use this information when they are carrying out their impact assessments.

Future Plans

· The Council is benchmarked in its performance on equality issues by the progress it makes against the Equality Standard for Local Government. The Council now holds Level 2 (of 5) and has set a target of achieving Level 3 in 2008. The Standard has recently been revised and additional work will be needed to maintain our current level. It is intended to revisit the action plan for achieving Level 3 and review our overall equalities performance.

Occupational Health & Safety Team

Improvement Plan for Health and Safety

· Council’s fire policy revised and updated in October 2006. 
· Report to C&SS Scrutiny Committee in October detailing progress with improvements in fire safety. 
· The out-stationed Safety Teams have started the next phase of premises audits in all directorates and the work is on target for completion by the year-end. On completion of the premises audit of safety systems the safety team will then start a programme of premises inspection visits during 2007.

· Preparations have been made to repeat the corporate flu vaccination programme. Due to vaccination shortages we have redirected some of the Councils supply to the PCT to ensure supplies to vulnerable persons in the Salford community. 

· Arrangements for implementing the asbestos management and surveying contract have now been completed. Urban Vision have commenced the contract with client side technical support and monitoring from the safety team.  

· A review of documentation and recording systems has identified the benefits of document imaging for occupational health and safety records.   The proposals are currently unfunded.

· Arrangements for improved communication and file sharing between Health and Safety Officers on the R drive has been implemented.

· A substantial review of the Occupational Health Service has been completed and the recommendations for modernising the service are in the process of being implemented. The post of Senior Occupational Health Nurse/Team Leader has been recruited and the post will be filled from December 2006.

· Changes to the sickness absence-monitoring policy trigger dates have impacted on the occupational health resources. Emergency arrangements have been put into place using locums and the referral times have been halved with waiting time reduced from 8 weeks to 4 weeks for both the Occupational Health Nurse and the Occupational Health Physician.

· A review of the options for service delivery for the sport and leisure function has been commenced with the client and service provider.

· The stress management guidelines are being reviewed.

· A Review of H&S support for the partnering functions of the council is in progress and the legal responsibilities of the client and providers has been completed.

· Service plans in the Environment Directorate have been developed and are being implemented. The Directorate Safety Policy has been substantially reviewed and implemented.

Plans for the next Quarter:

· Implementation of the Occupational Health Review is the main priority for the next quarter.

· Implementing improved documentation and recording systems to support the service.

· A review of the structure and support for monitoring the new partner functions of the council is planned over the next few months e.g. stock options; PFI; care provision; SCL and procurement.

Staff Development and Training Section – Community, Health & Social Care

The Staff Development and Training Section continues to work primarily with the Community, Health & Social Care Directorate, with social care staff in Children’s Services Directorate and with the private, voluntary and independent sectors. The section responds to a staffing group of over 6,000. The following activity and issues for the period June to October 2006 and into the next 6 months are highlighted.

· Assessment for Investors in People for the Community, Health & Social Care Directorate was completed on October 3rd. The assessors’ feedback was extremely positive - including being “blown away” by positive activity undertaken since June. As a result, the Directorate will not only be recommended to achieve the award, but is being recommended to apply for ambassador status. This is an outstanding achievement under the new Investors in People standard for an organisation of the size and complexity of the Directorate, and is likely to generate considerable interest nationally.

· Staff in the section were successful in being finalists in three areas and in winning two awards at the recent Community, Health & Social Care Awards. The first was the e-learning initiative which whas been developed and supported with the private, voluntary and independent sectors, the second was Liz Ardern who won the ‘Contribution to Developing the Workforce’ Award. Sandi Pennington was the other finalist in the ‘Developing the Workforce’ category in recognition of her work on safeguarding adults.

· The Community, Health & Social Care Directorate has developed exchange arrangements with Udmert one of the former soviet block countries. Over this and next year there will be 3 visits for staff from Udmert in order that they gain an understanding of how personal social services (with an emphasis on Family Placement) can be organised. Staff in the section have been very active in co-ordinating the first highly successful visit in September for three staff from Udmert. All the section was involved with the office base/ access to Internet and resources being within the section whilst the visitors were in Salford.

· The joint strategy for ‘Skills for life’ that has been developed with PCT, BST Mental Health Trust, Salford Royals NHS Trust and Greater Manchester Ambulance Service is attracting interest nationally and the section has been invited to present the work at two national conferences. The approach of embedding ‘skills for life’ into NVQ achievement is attracting particular interest.

· The delivery of the Staff Development and Training Plan for 2006/7 continues and is currently on target.

· As mentioned in a previous report, increasingly the work of the section includes supporting initiatives to ease recruitment difficulties into the health and social care sector. This is in order that a vibrant and high quality market is available for the Directorate to commission from. This is likely to become a major issue when the BBC relocates to Salford. The viability and effectiveness of various approaches to easing recruitment difficulties has been considered and the section will focus on the following,

In priority order;

1. to organise job fairs locally  across the City of Salford

2. to develop a care ambassors scheme

3. to engage in the ‘Focus on Gender’ project

4. to co-ordinate a ‘Prepare to get into Care’ course.

The section has been able to develop some very positive links with other agencies and internal departments of the City Council and therefore contribute to the ‘One Council’ approach.

· Work with the private/voluntary and independent sectors continues and further information on some of the innovative projects being undertaken is available on the attached newsletter to the Salford Training Partnership. 

· Responding to ‘social care staff’ in Children’s Services, still remains a difficulty under the current re-organisation/ We continue to work hard to co-ordinate the work as effectively as possible.

Newsletter- Salford Care Training Partnership August 2006

Skills for Care Funding Bid

We have recently been notified of our allocation of ‘funded units’ for 2006/7.

This year we have been successful in securing more units than ever before.   Last year we were allocated an additional 80 units above our original quota.

  If we are successful in using this year’s allocation it is likely that we will again be able to ‘bid’ for additional units

If you have not yet returned your partnership form and workforce plan you need to do so in order to access this opportunity.  Should you have any queries with regard to completing the workforce plan, rest assured you are not alone.  Please ring me and I will talk you through how to complete the form or if necessary visit to show you how.   

If partners would like to view a copy of the contract we have secured with Skills for Care, I can make it available to you.

It is worth pointing out that although we have secured funding via Skills for Care, the contract clearly states: - You must not use their name or logo without permission, and that you must not display their logo in any manner that suggests you are an employee or partner, or suggests that they are part of your company. Their logo may not be used in any manner that expresses or might imply affiliation, sponsorship, endorsement, certification or approval.  

E-Learning Initiative

Ten organisations have now received the computers/printers and all have had one to one support to get started from Rosie Wright and Andrea McCusker.  Rosie continues to make herself available to these and all partners for advise and support in the use of the two software packages, Ivy and Scils.  To date 17 partners have been given access to these materials via a password. 

Rosie will be writing to all other partners in the near future to give you passwords to access these materials. In the meantime you may contact Rosie directly to get this information.  Feedback to date about the usefulness of these materials has been very positive and we will be looking to secure funding to buy further licenses when they expire next April.

Resource Library

The resource library is now operational and all partners should have had information about what materials are available and how to access them.  To date 3 organisations have loaned 7 items. We have not yet had any evaluations returned about the appropriateness of the materials. 

We would welcome suggestions for further materials we could consider for purchasing in the next financial year.  

One organisation has utilised to best effect the e- learning and resource library to offer a blended approach to training activity, thus maximising the learning opportunities for staff.

Since the circulation of the list of available materials we have added a Regis Induction training pack, which includes workbooks and DVDs.  This is now located in the resource library for loan.  

Steering Group

Continues to meet monthly to progress the activity of the partnership.

The following people make up the steering group and may be contacted with queries regarding the activity of the steering group.

Dianne Eaton
I.A.S. Services
Dianneeaton@iasservices.co.uk
Neale Bland

Aegis Care

Neale.bland@ntlworld.com
Christine Wynne
Living Ambitions
Chris@livingambitions.co.uk
Franky Patel

Rain Healthcare
Franky.patel@rainhealthcare.net
Beverley Taylor
Allied Healthcare
Salford@alliedhealthcare.com
Vic Riley

Direct Payments
Vic.riley@suggest.org.uk
Barbara Ford

Swinton Hall

 Shnh188@btconnect.com  

Children’s Services
This year two organisations have joined the partnership and have benefited from accessing NVQ training through partnership funding.  Other Children’s service providers are being approached to consider the potential benefits of joining the partnership.

Community Health and Social Care Directorate Awards

This year all partners will have received information about this annual event and had the opportunity to nominate individuals or teams. We are looking forward to receiving your nominations.

Short Course Calendar

We have had the benefit of the skills of a seconded member of staff, Justine Cuddy, over the past few months who has worked hard to pull together our first calendar of short training courses on offer to all partners. Requests for nominations for the imminent courses in July were sent out separately to ensure you were given adequate time to respond before the main calendar was produced.  

You should now have received the calendar along with aims and objectives of the courses, nomination forms, and where appropriate details of links to the scils website to supplement the learning.  

Once you have returned your nomination forms you need to wait for confirmation of a place via a joining instructions letter, which will outline all the necessary details.  If you have been unsuccessful in your nomination you will be offered an alternative date.  In the event that all places have been allocated you will be notified by letter that you have not been successful.

For those courses that prove to be very popular we will endeavour to meet demand by offering additional dates. 

For further information contact Justine Cuddy on 0161-603-4204 or e-mail on Justine.Cuddy@salford.gov.uk
Investors in People

Having undertaken the Build a Better Business workshops, a further 4 organisations have gone on to commit to the assessment process to achieve Investors In People status.

Those organisations that have already participated in the programme have benefited from the substantial financial contribution made by the staff development team.  It is envisaged that further subsidised opportunities will be available in the autumn.

Organisations wanting further information or to express an interest should contact Liz Ardern on 0161-603-4197 or e-mail on Liz.Ardern@salford.gov.uk
Liz is holding a list of those organisations that have already expressed an interest.

Learning Disability Awards Framework (LDAF) 

Induction
If we have sufficient nominations we are hoping to commission this training, nominations must be sent in by January 2007. For further information contact Jean Hennedy on 0161-603-4193 or e-mail on Jean.Hennedy@salford.gov.uk
Partners with Health

Our partners in the health service are liaising with a member of our team Elainne Miller in order to offer Fear of Falling awareness training.  Dates to be confirmed and coming soon.  For further information contact Elainne Miller on 0161-603-4192 or e-mail on Elaine.Millar@salford.gov.uk
National Minimum Data Set (NMDS)

You will find attached information from Skills for Care about the collection of this information. For those organisations that completed the staff development section questionnaire you should be in a good position to provide this information, as much of the groundwork will have been done.

Skills for Care are looking to link the collection of this information to the bidding process for monies to provide training opportunities.  It is therefore in your interest to consider this in your workforce plans for training.

We are hoping that an on line version of the NMDS forms will be available soon.  We would recommend that you look at the skills for care website to keep abreast of latest developments at http://www.skillsforcare.net  

Student Placements
Over 20 organisations are currently liaising with us to offer student placements. I have enclosed a copy of an information sheet giving more information about this activity for those organisations that would like to consider becoming involved. Whilst it should not be the primary motivator in considering taking a student, it is however worth noting that presently a fee of £28.00 per student per day is payable to the organisation taking the student.   As outlined in the information sheet for further discussion or information, please contact Helen Kettle on 0161-6034186 or e-mail on Helen.Kettle@salford.gov.uk
Fire Safety Law

Fire Safety law is changing. Before the changes come into force a set of guidance notes will be available to help you comply with the new law. For up to date guidance go to http://www.communities.gov.uk and follow the links.

Focus on Gender

I have included a flyer giving information about this initiative, to increase the number of males working in Health and Social Care. Further information about the project is also available on http://wwwskillsforcarenw.org.uk  

Broughton Trust

For those organisations who have staff living in the Broughton boundary there is a website giving information about a wide range of funded training opportunities.  www.thebroughtontrust.org.uk Of particular interest is the initiative for those people with English as a second language (ESOL) I understand they will be looking to run further courses in September. Telephone 0161-708- 0116 for further information.

Last year the trust ran a successful all women closed orthodox group at the aguda centre through Dr. Wilks. 

Website Development

In our last newsletter we told you we were looking at the possibility of developing a website.  We have begun to progress this idea and are looking to begin to collect information which we can include on our website.  It is likely to take some time to get to the point of ‘going live’ but we will keep you informed of developments.  

In the coming weeks a member of our administrative team may contact you to gather information to develop a brief profile of your organisation, which can then be stored ready for inputting when we go live.  We will do this via telephone and will take just a few minutes of your time.

Those organisations that have completed the questionnaire may not need to be contacted as we already have most of the information we need.

All organisations will be consulted before information is posted.

Communicating with Partners

As you will be aware we usually offer drop-in sessions to all partners on an annual basis. We have however, introduced these newsletters, which we plan to produce three times a year. In addition the staff development team attend relevant provider forums and the care home association meetings as appropriate.

With the increased number of partners we need to ensure we utilise resources efficiently.

There will still be occasions, when visits to our partners can be undertaken, but increasingly we will endeavour to communicate in the most efficient way.

We will be sending future copies of this newsletter in electronic format, to all organisations that have given us e-mail addresses.  Hard copies will still be available to those not yet having access to e-mail.

We would encourage you to engage with us by this preferred method.

For those organisations wanting to meet with us, we have identified two dates, which partners can arrange a time to attend.  These are Tuesday 19th September and Tuesday 26th September between 10.00a.m. and 2.00p.m.

Please ring to book a time on 0161-603 4196.  

The Staff Development Team, are keen to continue to support partner organisations and welcome contacts via E-mail or telephone.

PART THREE 

OTHER STRATEGIC CONTRIBUTIONS AND DEVELOPMENTS 

· Continued contribution to the development of a Community Cohesion Strategy through a multi-agency working group (Strategic Leads of Community Cohesion).

· Work ongoing with partner agencies to prepare appropriate plans and strategies to deal with the threat of pandemic flu.

· Monitoring the negotiations and consultation arrangement in relation to proposed changes to the Local Government Pension Scheme.

· Contributing to the work on the Council’s Travel Plan via the Sustainable Transport Working Group.

· Co-ordination of the recruitment and selection arrangements for the appointment of Assistant Chief Executive, BSF Director and Deputy Director of Housing and Planning.

· Revisions to Smoking Policy.

· Age legislation (policy and practice)

· Contributing to safeguarding of children strategy.

Evaluation of DCLG-funded Capacity Building Programmes

In November 2004 Salford and Oldham were awarded £210,000 of capacity building funding for 4 joint bids;

· A set of diagnostic tools to identify managers development needs against competency requirements (in Salford this has been used as a preamble to the Transform In Salford programme).

· A customer service training programme incorporating a ‘coaching kit’ for managers to ensure that there is continuing improvement of customer service.

· A series of Service Transformation courses to support improvements is specific service areas.

· The Neighbourhood Works programme to improve neighbourhood management.

These bids are now almost delivered and formal feed back has been given to the DCLG on outcomes.

The Neighbourhood Works

82 staff and members have participated in one or more of the 10 events that have been held as part of this programme. Final evaluation events will conclude in January.

Evaluation of Equality and Diversity Training Events

We have recently completed an interim evaluation of the equality and diversity training. This has identified a number of areas for improvement that will be incorporated in the next phase of the training to commence in early 2007.

Attendees so far are;

In summary these are as follows

	Course
	No: Courses
	No: attendees

	Awareness Training
	96
	1,270

	Customer Care
	39
	454

	Managers Course
	22
	181

	Diversity Leaders
	8
	77


Participant satisfaction rates show an 80%+ “very good” or “good” rating.

Diagnostic Tools

16 Salford staff have been trained as assessors – an enduring resource for the Council.

8 Assessment Centres were held (96 participants). A further 7 centres will be completed by the end of November (84 participants) not funded through the Capacity Building programme but making use of the tools and assessments devised as a result of the funding.

Customer Service

250 front line staff have undertaken the training programme and  60 managers have been issued with, and trained to use the associated coaching kit.

The programme continues to be run on mainstream funding.

Service Transformation

35 managers have participated in the programme from 3 services.

They have also been provided with a comprehensive toolkit to use in their services. A number of supporting Action Learning Sets continue to run.

Evaluation is being undertaken to identify how the model can be used in future service change initiatives using mainstream funding.

APPENDIX
OD&E PROJECT PLANS
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
E-Learning




	TARGET AUDIENCE:
All employees 




	OBJECTIVES:

· To enable cost-effective, self-paced, flexible and accessible learning via desktop PCs linked to the Internet/intranet.  

· Allows individuals to choose the delivery method of their training needs and make choices about times of training.

· To enable learning to take place when and where an individual/group need it.  

· Available 24 hours a day, 365 days of the year, thus enabling employees who do not work traditional office hours to undertake learning when suitable to them.

· Cost-effective production of in-house bespoke courses using authoring software (IDeA)– RRA training; Induction modules; small training courses and information modules.

Partners:  IDeA, Ivy Learning Software, SCILs




	QUANTITATIVE RESULTS:

May - Sept 06

Site Title

Active Users

Courses Accessed

Average Courses per User

Duration of Use (hh:mm)

Chief Exec

  13

  47

3.6

  15:41

Children’s Services

  49

280

5.7

160:04

CHSC

119

637

5.4

354:11

Customer & Support Services

  72

349

4.8

119:56

Environmental Services

  39

134

4.5

  61:22

Housing & Planning

  33

117

3.5

  72:03

New Prospect Housing

    5

  22

4.4

  10:03

Salford Community Leisure

  11

  29

2.6

    4:40

Urban Vision

    7

  19

2.7

7:58

TOTALS

348

1634

37.2

804:38




	QUALITATIVE RESULTS:



	FUTURE PLANS:

· E-Learning Directorate Champions continue to promote/hold events etc and work as a group to raise awareness of e-learning developments within the City Council and, where appropriate, with partner agencies – see below *
· To ensure there are facilities available where individuals can be given support  (1-2-1 if necessary).

New developments/achievements 

· Home access to e-learning – it is envisaged that within the next few months, employees of the City Council will be able to access the e-learning modules from their home PCs.
· CHSC – Joint working with *Care Sector – The CHSC directorate has implemented an initiative with its Care Sector partner organisations to implement e-learning as part of their commitment to improving the skills/knowledge of their employees.  The pilot group was shortlisted as one of three finalists in this year’s Community Health & Social Care Awards and on 5 October at Buile Hill Banqueting Suite, they were named as the winners of the “Community, Independent and Voluntary Sector Partnerships Award”.    The group received its award from the sports personality Kriss Akabus.
· *Salford Community Leisure senior managers/principal officers attended e-learning taster sessions on 25 September and are now in the process of cascading information through their service.  More taster sessions will be held as appropriate.  An e-learning champion will be identified from within Community Leisure to work alongside other directorate e-learning champions to ensure successful roll-out. 

· *Urban Vision – E-Learning Champions are now in place and working alongside the E-Learning Co-ordinator to ensure staff are aware of the opportunities to use e-learning.  Promotional events will be held in due course to raise awareness.

· Customer & Support Services directorate have authored a “Records Management” module, which is now available via the Ivysoftware LMS system on the intranet.  However, we are also looking at whether it could be made available via the in-house PLATO platform that Customer & Support IT Section operates.    This will be a mandatory module across the whole City Council and Customer & Support Services will be monitoring update of this.




	ISSUES:

There are still IT skills gaps within service areas (eg. manual workers) which need to be addressed in order to enable a higher proportion of the workforce to access the e-learning materials (support networks, access to equipment, home access)

Identification and publicity of appropriate and accessible learning facilities across the whole of the City Council eg. CLCs, libraries, PC equipped training rooms within directorates in order to give access to learning

Managers need to continually promote e-learning as a valid training resource through appraisals briefings/team meetings, 1-2-1 supervision sessions, however information is not feeding through to some areas of the City Council.

Senior Management needs to support this learning methodology to help raise its profile and ensure successful implementation in all sectors of the City Council.




	RESPONSIBLE OFFICER:

Andrea McCusker – HR Officer (Performance Development Team)

0161-793 3528

andrea.mccusker@salford.gov.uk
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
E-Induction (in-house module) 



	TARGET AUDIENCE:
All employees (new and existing)




	OBJECTIVES:

The E-induction module will:

· Enable an understanding of the City Council’s priorities, roles and structures via an online e-learning module.

· Provide consistent delivery of corporate messages 
· Provide an engaging, comprehensive, interactive and motivational induction training process for new starters
· Ensure induction is delivered “just in time”, in an accessible, flexible and self-paced format.
· Offer a minimum induction standard for all new employees.

· Enable staff development opportunities to be highlighted

· Enable content to be updated as and when necessary

· Enable statistical data to be produced - LMS (learning management system) used to monitor users progress/completion of training

· Provide links to other “useful information”, both inside and outside of the City Council, eg. Health & Safety, other training, web addresses, intranet links etc. 

Partners:  IDeA, Ivy Learning Software (third party utility)




	QUANTITATIVE RESULTS:

Directorate

No of Users Accessing the Module

No of Users Completing the Module

Chief Exec

5

4

Children’s Services 

1

0

Comm Health & Social Care

16

11

Customer & Support Services

12

8

Environmental Services

3

2

Housing & Planning 

3

2

Urban Vision

1

0

TOTAL UPTAKE

41

27

Total Usage – May to Sept 06



	QUALITATIVE RESULTS:




	FUTURE PLANS:

· Module needs to be updated – need to identify specific people who will review module content on a regular basis and advise on updates required (experts).

· Chief Exec has been approached re: one-day corporate induction event – use of blended approach to corporate induction (traditional style face-to-face event and e-learning).

· Director of Marketing & Comms has been approached with a view to future promotional events for Induction activities. 

· Enquiries made re: having promotional information on payslips when corporate induction is re-launched – advertising on payslips is free for internal promotions – just need to pre-book month required.

· E-Learning Champions continue to liase with HR Teams to ensure new starters are informed of online induction.

· Continue to work with managers to inform them of this resource and promote at training courses.

· Ensure there are facilities available where individuals can be given support (1-2-1 if necessary) to allow them to access the Corporate Induction even if they have IT skills needs. 




	ISSUES:

· Learning Pool has now been sold to another company – not run by Improvement and Development agencies any more.  This may affect our future ability to use the authoring tool and therefore amend in-house modules should the cost of this service change.   

· Alternative to Learning Pool authoring tool being investigated – PLATO (in-house system)

· Need to recognise there are IT skills gaps which need to be addressed in order to enable a high proportion of the workforce to access/use the e-learning Induction module.




	RESPONSIBLE OFFICER:

Andrea McCusker 

HR Officer (Performance Development Team)

0161-793 3528
andrea.mccusker@salford.gov.uk
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
Achieving Service Transformation -  A joint with Oldham MBC


	TARGET AUDIENCE:
Staff in services undergoing service transformation




	OBJECTIVES:

· To understand the key aspects of successful transformation as demonstrated by the Benefits Service and relate their applicability to other service areas.

· To identify the key components of transformational leadership.

· To share and understand the drivers and barriers to achieving excellence in service delivery.

· To build the understanding of continuous improvement tools and techniques.

· To encourage whole-team buy-in.




	QUANTITATIVE RESULTS:

· Social Services, Culture and Youth Services have completed a programme of 4 core days, delivered by Manchester Business School and a ½ day action learning set facilitated by in-house staff.

· Further action learning sets are planned


	FUTURE PLANS:

· In depth evaluation has been planned and will be undertaken by Manchester Business School in the New Year.

· Discussions on the future of the programme are under discussion as part of the wider change agenda.




	ISSUES:

· Requires senior level ongoing support to ensure that the service transformation projects can be successful. Including coaching for participants. (However, the use of the HR Cabinet sub Group should address this issues)




	RESPONSIBLE OFFICER:

Heather Grove, Organisational Development Manager

Heather.grove@salford.gov.uk Tel: 0161 793 3958
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:  Introductory Skills In First Line Management




	TARGET AUDIENCE: First Line Managers/supervisors/aspiring managers




	OBJECTIVES:  

To give the necessary information to enable the managers to fulfil their role, eg. Leadership, Getting Organised, Problem Solving, Decision Making, Safety and the Supervisor, The Organisation Context, Performance Management, Appraisals, Assertiveness, Customer Focus, Disciplinary Standards, Team Building and Delegation.


	QUANTITATIVE RESULTS:  

March – June 2006 course

Directorate

Number

Chief Executive

4

Community Health & Social Care

7

Customer & Support Services

7

Children’s Services

7

Environmental Services

3

Housing & Planning

6

Urban Vision

1

TOTAL

35




	QUALITATIVE RESULTS 

During March-June 06 FLM programme 48 people commenced the course.

· 35 delegates achieve the ILM qualification.

· 2 failed to achieve the standard pass mark for the assignment, thereby failing to achieve the award

· 11 withdrew from the programme within the first few weeks (*see below for further details) 


	FUTURE PLANS

· The FLM Programme has just been evaluated to gain feedback from past delegates (last 2 years) to gauge the appropriateness, quality, content of course and the effectiveness of this training to ensure that it meets the needs of both the delegates and the organisation.  This information is being used to review the currently programme and look at possible alternatives to ensure training is provided when needed (eg. cut down on waiting list by signposting to other training).  

· Three groups commenced another programme at the beginning of Sept 06 – this will conclude at the end of November 2006.  47 people are currently signed up for this programme.  

· Another programme is scheduled to commence in early January 07 – dates are also planned for Sept 07.  However no dates are scheduled for April 07 due to tutor being unavailable – alternatives are being looked into.  




	ISSUES:   

· The programme in March 06 encountered a huge problem with high drop-out rate of delegates (11).  This was due to low commitment from delegates and their managers (reasons given:  heavy workloads, other staff off sick so had to cover office; meetings to attend; didn’t have time to write assignment or do e-learning outside of workshop dates).  There was also low commitment and support from delegates’ managers.    This has now been rectified, by setting up full briefing session for delegates and managers to ensure they fully understand the commitment they are undertaking.    The briefings have been very successful and there has only been one withdrawal from Sept 06 course.
· Approx 100 people on waiting list 
· There will not be a programme from March – June 07 due to outside tutor/ co-ordinator not being available (looking at alternative provision)
· Need to look at alternative training programme which will meet the needs of FLMs as people are on the waiting list for too long – training isn’t being delivered when it is needed leaving people with skills/knowledge gaps.



	RESPONSIBLE OFFICER:   

Andrea McCusker 

HR Officer (Performance Development Team)

0161-793 3528
andrea.mccusker@salford.gov.uk
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
Skills for Life




	TARGET AUDIENCE:

Employees with Basic Skills needs.




	OBJECTIVES:

To raise the minimum literacy, numeracy and IT standards of employees within the City Council




	QUANTITATIVE RESULTS:

The Skills for Life numeracy pilot within Environmental Services completed in April 2006. In June 2006, Salford College confirmed that all 6 learners who participated had achieved a qualification.

2 achieved the City & Guilds Entry Level Certificate in Adult Numeracy

4 achieved the Level 2 Certificate in Adult Numeracy




	QUALITATIVE RESULTS:

The pilot was eligible for funding from the Employer Training Pilot. The payments are based on successful outcomes, so funding to support the time away from the workplace will be repaid to the Environment Directorate.

With the approval of the learners, an article from the City Council and the Joint Trade Unions promoting the success of the pilot was submitted for inclusion in Ecsoset, one of the Environmental Services newsletters.

To help with the delivery of the LPSA2 targets the City Council has appointed a Skills for Life Project Worker, Angela Arthur who commenced employment on 11th September 2006. Although Angela’s remit is for Salford as a city, one of her first areas of work is to develop Skills for Life within the Council. This appointment is timely as the authority has recently drafted a Skills for Life Strategy for the Council. Consultation with Directorates and Trade Unions completed at the end of September 2006 , and initial feedback is positive.

Staff within the Organisational Development team are attending a Skills for Life Conference on 2nd November 2006. This will also be the launch of the “North West Get On” award. The aim of the award is to celebrate the achievement of Organisations that have invested in, and seen the rewards of, improving the skills for life of their workforce. The award will provide authorities with a process for a “whole organisation approach” to address Skills for Life using an 8 step guidance to achieve the full award.

There will also be the launch of the GO Network, a peer support network that will provide ongoing support and assistance to authorities working towards the Get On Award North West.




	FUTURE PLANS:

Once agreement is reached on the final format of the authority’s strategy, further steps can be taken to promote Skills for Life training within the Council. This will be a large piece of work and will depend on the council working along side union learner reps. to promote future programmes. In the meantime Angela Arthur has produced an outline action plan for LPSA2 (copy attached – appendix 1), which starts with promotion within the Childrens Services Directorate. A formal launch is due to take place on 8th November 2006.




	ISSUES:

Employer Training Pilot (ETP) funding is no longer available. Directorates will need to give consideration to funding further programmes from their own budgets.

Union Learner Reps. (ULR’s) will play a significant role in marketing future courses, and encouraging the appropriate staff across all Directorates, to improve their skills. A larger number of Learner reps. will be needed across the Authority.

Managers need to be made aware of the rights of ULR’s in terms of time off for training, and to undertake their role in promoting Skills for Life to employees.




	RESPONSIBLE OFFICER:

Karen Darlington




Appendix 1

Details for LPSA2 rollout

Test the Directorate

Below is an outline plan to take forward the expansion of SfL within SCC.  As Children’s Services are ultimately responsible for the LPSA2 targets it was decided that this Directorate should be targeted first.

The Directorate is made up of 5 Divisions with a total of 1404 staff

To arrive at this point a great deal of planning and preparation has already taken place to bring the Leadership Team, Middle Managers, HR and Marketing on board

This plan is designed to build on the work already undertaken and outline actions needed, time scales and areas of responsibility.

These outline plans have been informed by discussions at the LPSA2 Steering group meeting on 22nd May and 11th September.

It has been agreed that to move it forward within the directorate the Get-On Test the company approach will be used (adapted to Test the directorate)

Objectives of the campaign

· To raise the profile of Skills for life

· To generate interest in SfL

· To introduce the Get On programme

· To set up a system to allow potential learners to self identify

· To stimulate provision

	September

On going
	Meeting with Providers

To discuss number, venue and content of recruitment sessions


	AA

PLAIT

	On going between Sept and Dec
	Meetings with Managers and Partners of Children’s Services

To raise awareness and commitment to the event, a range of 1-1 meetings with managers and organisations
	AA/AB

	17th October
	Briefing for middle managers

To raise awareness an opportunity to express their commitment to the event, discuss logistics of staff release, numbers, promotions etc
	AA/AB/SG

	23rd October
	Skills for Life Recruiter Training 

- Promotion and delivery

Recruitment through Union Reps, Intranet, all users email and line managers. 

Delivery half day session (initial target 6)
	AA

	Ongoing
	Marketing
Initial contacts have been made but on going liaison to develop promotional strategy including intranet, emails and, flyers, posters etc.

Support from Alison Brierley Move-on Campaign
	AA

	 8th November

2-4
	Launch event Promotion event aim for attendance from

Faith Mann,

John Stephens 

Representative(s) from PLAIT 

City Councillors John Warmisham, Bill Hinds, Joe Murphy, Vincent Devine (?)

Leader of the council (John Merry) 

Barbara Spicer 

Jill Baker

Human resources

Economic Development

Alison Brierley- Move On

Union Reps/ TU Ed

Laptops session where all attending have a go at the mini-test. Aim of event to launch start of campaign in children’s services, to create promotional/photo opportunities for the recruitment sessions
	AA

AB

SG

PLAIT

	Week Beginning

13th November
	Recruitment sessions

Monday 13th All sessions room 1

Tuesday 14th Session 1 Room 1, sessions 2 & 3 room 6

Wednesday 15th All sessions Room 1

Thursday 16th All sessions room 2

Friday 17th Session 1 room 1

Other locations

Opportunities centre 

City Learning Centres

Individual organisation e.g. connections

This needs to be in liaison with PLAIT for availability of tutors/ equipment and session content Screening/ promotion 

Objectives 

· To raise awareness

· To offer screening via mini test

· To promote National Test

· To promote SfL provision in the workplace

· To recruit for December Pilot

· To recruit for January provision 


	AA

PLAIT

	Dec
	Pilot course

10-hour course over 3 sessions to run in December designed to target employees who are looking to plug gaps in their C.V.s and will only require brush up and test practice sessions.

Looking to recruit 10 employees

Local authority to offer support for provider if initial numbers are low in order for the course to go ahead


	AA

PLAIT

	Nov- Jan
	Recruitment for Courses

Ongoing promotional campaign to promote and recruit to the Jan classes
	AA



	Jan
	New Year provision

3 courses to start mainly with literacy, but possibly numeracy if demand is expressed (target of 45 learners to recruit)

Make up of courses (30 hour/10 hour) dependant on staff coming forward


	AA

PLAIT

	Feb / March on going
	Rollout of provision to other directorates possible time table to be discussed and adapted 
	ALL
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
Transform IN Salford




	TARGET AUDIENCE:
Middle & Senior Managers 




	OBJECTIVES:

To develop Leadership competency, one of the 3 key improvement areas identified in the HR Strategy. This will ensure that Managers can:

· Manage and facilitate change more effectively

· Achieve results and enhanced performance

· Develop teams and improve relationships within the authority

· Deliver through partnerships

· Consult and engage communities

· Set direction, priorities and manage resources cost effectively




	QUANTITATIVE RESULTS:

Cohorts 1- 4

Transform continues to be well received by Managers, reflected in the number who have completed the programme to date:

Directorate   

Number of Managers completing

  Cohorts 1 – 4        

Chief Executive

12

Children’s Services

30

Community Health & Social Care

24

Customer & Support Services

31

Environment

9

Housing & Planning

8

Salford Community Leisure

2

Urban Vision

2

Total

118

Cohort 5

A briefing for cohort 5 was held at the beginning of September 2006, resulting in a further 31 managers signing up to the programme.  Following completion of the 360 degree feedback process and on line psychometric tests, the diagnostic phase will  complete by the end of November, when all development centres will have taken place.

The Manchester Business School programme commences in January 2007, completing at the end of April 2007. 

Directorate

Number of Managers on Cohort 5 – Sept. 06

Chief Executive

6

Children’s Services

4

Customer & Support Services

8

Environment

4

Housing & Planning

2

Community Health & Social Care

7                            

Total

31

Transform IN Salford is not a certificated qualification. The City Council has an established partnership with McKechnies Limited for the provision of assessment for NVQs in management. Initially this arrangement was only open to managers in the Community Health and Social Care Directorate.

The Transform IN Salford Programme created an opportunity for this process to be widened across the Council. Participants, and their Directorates have the option to register for NVQ 5 assessment in parallel with the learning elements and project work of Transform IN Salford.

19 Managers from cohorts 1 & 2 chose this option and have submitted their portfolios for assessment. They are currently awaiting confirmation of their results.

10 managers from cohorts 3 & 4 have expressed an interest in the NVQ option. They are attending an introductory day with McKechnies on 30th November 2006.




	QUALITATIVE RESULTS: 

During and beyond the Business School Programme managers work on their Applied Learning Challenge (a project identified within their own service area). These are designed to show real service improvement for Directorates.

To maximise the impact that this training has on the capacity of the Council to continue to achieve improvements it is important to continue investment in the managers and enable them to participate in leading change.

In March this year, Directors approved the formation of the Transform Network which is designed to promote the participation and learning of managers from both the Transform programme and the AGMA Capacity Building programme.

Members of the Network will be accountable to their Director and Directors’ Team and will participate in projects outside their normal work environment to provide change leadership for the Council.

Members of the Network will be expected to;

· Model desired behaviours

· Act as coaches and mentors to others

· Develop and improve networks inside and outside the Council

· Disseminate information and learning across the Council

· Drive through improvements using acquired skills and knowledge

· Actively promote change.

The Network had their first meeting with the Chief Executive on 31st August 2006, where she outlined the important role the group would have in supporting her to develop and influence change within the organisation. 

The first key role for the network was to promote and assist at the Chief Executive’s staff briefings which took place on 5th October 2006 at The Lowry. Despite having less than 2 weeks to do this, approximately 1600 staff attended on the day. Members of the network who assisted on the day have received a personal thank you card from the Chief Executive.




	FUTURE PLANS:

i)  The Audit Commission has been involved in a series of performance development-related initiatives with the Council (for example in supporting Balanced Scorecard development and running action learning sets for senior managers).

This project has been agreed by the Audit Commission as a valuable method of embedding improvements in performance management and they have offered to provide facilitation to the Network in the early stages of its development including;

· Facilitating a launch event - draft title “The role of leadership in embedding performance management”. (This took place on 20th July 2006)

· 2 x ½-day inputs for each of 5 sets, looking at challenging issues for the Council. The issues to be based on the Balanced Scorecard, looking at how to deliver change in relation to the issues at a business unit level.

ii)  The Improvement and Development Agency has established a number of products to support improvements that have not been systematically accessed by the Council. We still have a limited amount of consultancy time available, some of which could be used to familiarise the network with how to make the best of these resources.

iii)  2 Masterclasses are currently planned over the coming months:

· Political awareness (to be held before Christmas)

· The future challenges for Local Government (to be held in the New Year)

iv)  It is hoped that there will continue to be funding to support future cohorts in the 2007/8 financial year. However, as the number of managers completing the programme increases, it is envisaged that demand for places will start to reduce.




	ISSUES:

To support the network Directors need to ensure that they will:

· Value and protect time spent away from day-to-day tasks

· Continue to develop the Network through provision of further training

· Encourage the members to network and meet in action learning sets and similar activities

· Support innovation and risk-taking.

Funding will be required for cohorts in the 2007/8 financial year.




	RESPONSIBLE OFFICER:

Karen Darlington
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
Coaching Skills (Toolkit) - 1 day course


	TARGET AUDIENCE:
Team Leaders/ Supervisors of front line staff


	OBJECTIVES:

It is recognised that many team leaders/supervisors may lack the confidence and/or skills to deal with difficult staff/customer interactions in a style that encourages reflection and improvement.  The Coaching Skills course is designed to enable team leaders/ supervisors to acquire these skills.  The training incorporates a toolkit, which will assist in equipping the team leaders/supervisors to intervene more often to “coach” staff on improving customer interactions


	QUANTITATIVE RESULTS:

No coaching courses have taken place since the last progress report.  




	QUALITATIVE RESULTS:




	FUTURE PLANS:

Whilst the coaching skills course will continue to be offered to managers/supervisors of staff undertaking customer care training, it can also be offered as a stand alone course, open to all staff across the city council.

Need to ascertain requirements for this course – advertise availability of this training




	ISSUES:
· Lack of interest in this course from managers/supervisors


	RESPONSIBLE OFFICER:

Andrea McCusker – HR Officer (Performance Development Team)

0161-793 3528

andrea.mccusker@salford.gov.uk
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HUMAN RESOURCES 

ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:
Customer Care Training




	TARGET AUDIENCE:
All front line staff 




	A key focus for this skills development is the quality and responsiveness of the council employees who deliver services and deal directly with the general public.  Raising skills levels will affect performance, drive up improvement and create conditions in which an agenda for change can realistically be achieved.

We currently have 3 customer care/service training programmes running, as follows:

(1)  Customer Care Training (HAB accredited 1.5 days –includes assessment) – bespoke 

Target Areas:  Catering/Transport/Cleaning Services

Provider:  Salford Plait Colleges

Course Objectives:

To provide a HAB accredited course, which comprises 1 day training and ½ day assessment, which leads to HAB Level 1 Introductory Certificate in Customer Service.  

The focus of this training is to ensure front line service deliverers will be able to:

· Understand the importance of good customer care in service provision

· Identify customer and organisational needs and expectations in respect of service levels

· Understand the differences between strong and weak customer care, particularly relating to professional image, communication skills and complaint handling

· Recognise how to present a professional image and identify techniques for communicating positively and effectively with customers, including verbal and non-verbal communications 

· Understand what it means to treat people fairly and integrate diversity into service delivery 

· Identify the techniques used to handle customer complaints appropriately.
(2) Customer Care Training (1 day) – bespoke course

Target Areas:  Domiciliary/Older People 

Provider:  Salford Plait Colleges
Course objectives:  as above

(3) Customer Services Training – 1 day  - generic course

Target Areas: All front line staff who provide customer service
Provider:  in-house provision

Objectives:

· What customer service means and why it is important

· The benefits of customer service

· Customer services within the public sector

· Customer expectations and frustrations 

· Customer satisfaction - ensuring a quality service and achieving service standards

· Solving customer problems and complaints

· Dealing with difficult customers

· The knowledge, skills and attitudes of customer service

· Communication and behaviour to deliver customer service

· Barriers to providing customer service

· Identification of own customer service issues


	QUANTITATIVE RESULTS:

Planned Courses:

(1) Customer Service Training – (HAB) – none planned at moment due to service manager being unable to release staff.  However, service manager will review in due course.  HAB courses usually take place during school holiday periods as staff can be released at these times.

Planned Dates:  none at moment – will liase with service manager as required

(2) Customer Service Training – Salford Plait (1 day course) – these continue to run and are schedule until the end of 2006.  

Planned dates:  8 November and 6 December.  The provision of these courses will be reviewed at the end of the year.

(3) Customer Services Training (In-House) 

Initial course ran on 29 September 2006.  

Planned dates:  27 February 2007.  




	QUALITATIVE RESULTS:

The following courses have taken place since the last project report:

(1) Customer Care (HAB Accredited)

· 6 & 7 July - 15 delegates – all passed the HAB qualification

(2) Customer Care (1 day – Salford Plait Course)

· 21 June – 16 delegates

· 28 June – 19 delegates

· 5 July -  15 delegates

· 12 July – 11 delegates

· 13 Sept – 9 delegates

· 11 October – 11 delegates

(3) Customer Services Course (in-house provision)

· 29 September - 16 delegates

Totals:

Customer Care (HAB)                   = 15

Customer Care - bespoke            = 70

Customer Service (in-house)       = 16
Total no of people trained in customer care (May-Sept 06) = 101 

 


	FUTURE PLANS:

Evaluate, review and plan future Customer Care training provision by the Salford Plait Colleges and plan training for 2007 as appropriate.

To plan and roll out, in-house customer service training programme which will meet the needs of a high percentage of staff requiring generic customer care training.  




	ISSUES:




	RESPONSIBLE OFFICER:

Andrea McCusker – HR Officer (Performance Development Team)

0161-793 3528

andrea.mccusker@salford.gov.uk
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