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CUSTOMER AND SUPPORT SERVICES

HUMAN RESOURCES DIVISION

QUARTERLY REPORT 

TO LEAD MEMBER BRIEFING

    13TH FEBRUARY 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
	Disciplinary

Cases
	Grievances
	Dignity at

Work
	Attendance

Management

	Chief Executive
	0
	0
	2
	5

	Children’s Services
	9
	2
	3
	243

	Community, Health & Social Care
	6
	2
	5
	84

	Customer & Support Services
	6
	1
	2
	15

	Environment
	8
	0
	1
	23

	Housing & Planning
	2
	3
	0
	3

	Urban Vision
	4
	3
	1
	20

	TOTAL
	35
	11
	14
	393


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

Housing & Planning 

Stock Options – Implementation of the Investment Strategy

· HR have been involved in the consultation about a TUPE transfer of 10 members of staff from New Prospect Tenant Participation Service.  This transfer has taken place to ensure that tenants and residents of Salford are fully aware and involved in the implementation of stock options.  The transfer took place on Monday 23rd January 2006.

· Throughout January 6 HR has facilitated briefing sessions at Joint Staff conferences with New Prospect staff and Housing Service staff.  These sessions were organised to keep staff fully aware of the progress to date and to answer questions regarding terms and conditions of employment and job security.

· The monthly meeting with the Joint Trade Unions Officials to inform and consult on the stock options process has been established since September 2005 and through this forum have agreed a Principles Framework to be adopted to ensure a seamless transition from the old organisations to the new organisations.  This is a key role of both the Strategic HR Manager for the City Council and the Assistant Director HR at New Prospect.

Development Services/Urban Vision

Urban Vision
· The HR Team have become more proactive in implementing alternative recruitment methods and anticipating new business needs.  This includes developing links with Salford University and Salford schools to promote Urban Vision as an employer of choice and developing a more coordinated approach to work placements either for school pupils; degree students; long term unemployed etc.

· The HR team now have a well-established place at UVPL Board Meetings and contribute regularly, linking to the overall business planning process.  A considerable amount of work has been undertaken to develop closer working relationships with Capita Symonds and Morrison and a number of joint working meetings have taken place with HR staff from all organisations to agree working practices, policies, protocols and systems.
· Following the recommendations of a Business Process Re-engineering initiative designed to improve efficiency in provision of highway services; a comprehensive restructure of highways services is underway supported extensively by the HR Team.

· Undertaken the successful negotiation of Depot Supervisors pay, removing a historical but outdated bonus scheme and encouraging them to fulfill the role of Supervisor including people management. A comprehensive training programme is being delivered to enable them to fulfill this role and will result in a more performance-managed workforce.

· HR Team have made considerable input into the implementation of the Attendance Management Policy, which is resulting in, lower sickness absence and should result in higher productivity.

· Planning and preparation for the transfer into Urban Vision of the Geological Unit including the secondment of staff.

· Significant work undertaken on promoting the home working initiative due to the need for space at Emerson House resulting in greater space per employee and need for less floor space which equals cost. 

Community, Health & Social Care

· The creation of two new directorates for Children’s Services and Community, Health and Social Care has continued to require the HR team to be active in advising on possible HR issues, changes to structures and providing supportive data and management information together with close liaison with the outstationed HR team in Children’s Services to ensure the smooth transition of SCL and the Cultural Services Teams to CH&SC.

· Work is continuing in creating solutions to resolve recruitment difficulties in critical posts including running a recruitment event for the independent sector employers.

· Considerable work undertaken on the organisation structure to ensure that reports from SAP can be generated by business unit resulting in more effective workforce information to the Directorate.

· Aligning HR strategy and priorities to that of the Directorate by producing a HR business unit balance scorecard linked to the CH&SC Directorate scorecard.

Recruitment & Retention

· Creating targeted, advertising campaigns for difficult to fill and high profile posts.  Focussing on positioning Salford as an employer of choice, creating campaigns that can be easily adapted whilst retaining a strong consistent message so as to achieve cost effectiveness and maximum impact, e.g. Care Workers, Social Workers, Heads of Service, Assistant Director.

· Editorial features in Pride magazine and sister publication, New Editor, profiling Salford as a supportive employer of BME staff in professional and managerial posts.

Overseas recruitment

· Campaigns in Irish press and job finders website currently running.

· Successful link with small specialist recruitment agency in America has resulted in 2 successful long-term Social work placements (Hope Hospital & Children and Families Team) Adverts for Social workers currently being run in Canada in conjunction with another small specialist agency.

Open Day Recruitment Events

· Highly successful and continuously improving recruitment of support workers in the joint Learning Difficulty Service. Data collected to inform continuous improvement of events and evidence success. This led to request for a presentation to APSE which was well received. Experience from this process transferred to other difficult to recruit to staff groups.

E.g. Open day recruitment event held for Independent Providers of Domiciliary Care, follow up visits to Providers currently being undertaken to evaluate success.

· Successful completion of the Home Care Service restructure with revised ways of working to ensure more effective service delivery.

Chief Executive’s 


SAP

· Undertaking detailed work to ensure the structures for the services supported are accurate.

Redeployment

· Work is on going to manage the effective redeployment of staff in time-expiry posts.

Customer & Support Services 

Structure Reviews

· Assisted the ICT Division in undertaking a review of their whole service, providing a full advisory role on terms and conditions, job descriptions etc and we are currently in the process of implementing the new structure on SAP.

· Assisted the Housing and Planning Directorate to review their services and to formalise their new structure since the strategic review.  We are presently implementing this on SAP and assisting in the recruitment and selection to their new structure.

SAP 

· Undertaking detailed work to ensure the structures for the services supported are accurate.

Call Centre Relocation

· The call centre has recently relocated to Emerson House in Eccles, which has involved extensive consultation with staff and the need to provide clear and timely advice on terms and conditions associated with relocation.

Home-working Allowance

· Implementing Council policy in relation to the payment of a homeworking allowance in accordance with Inland Revenue Regulations.  This has involved liaison with Management and Payroll to ensure that all our home workers are paid accordingly.

New Policies

· Continued to deliver briefings as required on the Capability Procedure, Redeployment Policy and Attendance Management Policy and contributed to the review of these.  Also been consulted on a revised Probationary Period Policy and provided appropriate comments on this.

Investors in People


· The HR division is actively working toward the achievement of this standard and in pursuit of this we have brought together a working group, undertaken a staff questionnaire and devised a project plan.

Environment Services 

· The HR Team has contributed to the successful achievement of re-accreditation of Investors in People for the Environment Directorate.

· Following the Review of the Structure of the Environment Directorate incorporating the outcomes of the Strategic Review of Governance, this has resulted in a large piece of work being undertaken by the team to ensure the effective implementation of these changes.

· The HR Team is continually reviewing and undertaking work to ensure that the Directorate’s establishment structure on SAP is accurate and fit for purpose.

Children’s Services

Contribution to JAR Process

· Inspectors were on site during January 2006, and the HR Team were asked to contribute various pieces of information as part of the process. The HR manager was also interviewed particularly in relation to the CRB process and the issue of safeguarding children generally.

Review of Induction

· Induction arrangements are being reviewed as part of the new Directorate to ensure that the best practice from the 2 former Directorates is brought together so that a consistent approach is available for all new staff.

Employment Tribunal Preparation

· A high profile case was considered at Tribunal week commencing 23rd January 2006. Officers have spent a considerable amount of time with legal representatives to ensure that the case is well presented and that the school is regarded positively by the Community.

Revised Capability Procedures

· Schools have been presented with revised Procedures this term, with separate procedures for members of the School Leadership Team, Teachers and Support Staff. Training about the new procedures took place for the School Improvement Team on 30th January 2006 and training for schools will follow.

Strategic HR Developments

Recruitment Advertising

· The Systems and Information Team have undertaken a Business Process Re-engineering (BPR) session to review current practices.  As a result of this session the distribution of the Job Bulletin has been significantly improved as the document is now available online and is interactive and delivered to relevant parties in a much quicker and more cost effective way.
Consequently, the number of paper copies of the Jobs Bulletin produced is to be reduced by 50% achieving a saving in printing, materials and labour costs of around £9k per annum.
· The introduction of ‘acknowledgement postcards’ to confirm receipt of application forms for those who return a stamped addressed card will be introduced this quarter.  We already acknowledge electronic applications but had no system for hard copies sent to us by post.  This will be an improvement to the service for the applicant and will reduce admin time.
· A new ‘job alert’ system has been created which allows both internal and external candidates to register themselves with us and receive email alerts when vacancies of particular interest are available.  At the start of January 2006 there were 230 people signed to the account with 140 of those activating the account. To date, over 520 people have signed up for the alerts, of which 328 have activated their account.  The service is also being promoted to those employees who are undergoing redeployment to enable them to be alerted to any suitable posts as soon as possible.  This system has real potential to reduce recruitment advertising costs and we are working with Marketing to determine how best to promote the job alert service and job pages on the Internet.
Attendance Management

· Feedback has been requested and received in relation to the online sickness reporting form from current users.  Following the comments made a number of improvements and additional functionalities have been identified.  Once these changes have been made the work step can be revised and the roll out of the form can continue.  It is expected that roll out to appropriate areas will take place in February 2006.

SAP Developments

· Training has taken place for the Org Plus software and charts have so far been produced for Senior Management, HR and Finance and have been very well received.

· SAP HR Organisational Workshops have taken place with HR, Finance & SAP team representatives.  A deadline has been set for the organisational structures within each directorate to be correct both from a HR and Finance perspective before 1st April 2006.  This will facilitate reporting from SAP as well as providing the foundation for the introduction of ‘MySAP’.  These workshops will continue to take place on a quarterly basis to ensure consistency with the structures.

Investigation Database

· An Investigation Database has been developed that will produce the required report whilst providing each out stationed HR Team additional functionality to maintain their data and run reports without additional efforts on their part.  The Database will enable to production of meaningful statistics to monitor investigation activity.
· A project request has been raised for IT to load the database onto the server and to provide a web page front end.  Once installed nominees from each area will be identified and trained accordingly.  It is hoped that the new system/process will be in place for the February 2006 Investigation Panel Report.
Redeployment

· The Systems and Information Team will be coordinating job opportunities for redeployees under the revised policy. A pilot of the process is scheduled to be underway in March 2006, with an intended roll out to all HR out stationed teams in April 2006, (on the basis of a successful pilot).

· A programme to redeploy the Community Wardens before 31st March is progressing well.  Six have found other jobs and a further nine are within a selection process.

HRSI Box

· A new email address of HRSI@salford.gov.uk has been introduced to improve the handling of report requests to the team.  The email address will provide one central location for requests allowing greater co-ordination of effort and a more effective service. In February 2006 we will be introducing a system to monitor the volume of requests received.
Personal Data Audit

· It has been agreed that a personal data audit should take place to ensure that the data held on SAP HR is correct for each individual (as per Data Protection requirements) as well as collecting data to meet various reporting responsibilities (e.g. equality information for BVPI’s...etc).  The questionnaire has now been finalised and it is hoped that it will be distributed to staff in February 2006.
Criminal Records Bureau 

· Work underway on establishing a central team for pre-employment checks

· Discussions held with Governor Services on how to extend CRB process to all school governors (i.e. existing governors)

· CRB forum to be arranged for all Countersignatories to ensure consistent application of CRB regulations and improve compliance

· Formal agreements to be established with external bodies for whom we access the service to ensure their compliance with the regulations

Pay and Grading Review

· Job Evaluation scores have been shared with the Steering Group with minimal queries raised.  All new posts and regrade requests will in future be assessed against the Scheme.
· The results of the Job Evaluation exercise are being integrated into SAP and the paymodelling software with initial paymodelling to take place by end of February.

· Meetings of the joint steering group have been re-established on a monthly basis.

· A separate report on the equal pay implications for the Authority will be presented for Lead Member and Cabinet discussion.

Employment Appeals

· There have been 4 cases considered at Employers Forum since January 2005.

· Employment Tribunals Nov 2005 to 31 Jan 2006

	Cases in progress
	2

	Council decision upheld 
	1

	Settled/withdrawn/struck out
	2

	Awaiting decision
	1


PART TWO 

ORGANISATIONAL DEVELOPMENT AND EQUALITIES
Organisational Development Team

Corporate training and development programmes

· A number of corporate training programmes are being delivered linked to the Councils priorities and the Councils HR Strategy. An update of the main training programmes is attached as an Appendix to this report.
Equalities Standard
· Developing an infrastructure to ensure that Level 3 of the Equality the Equality Standard is still in its early stages, quantitative information is not yet available.  An action plan has been developed to enable effective implementation within the 3-year period. A report has been submitted to the Equal Opportunities Forum providing a framework identifying the key areas that need to be addressed in order to reach Level 3 of the Equality Standard.
· Working with other Local Authorities who have achieved Level 3, to share best practice. (e.g. Oldham & Bolton)
· The achievement of Level 3 of the Equality Standard will require continuous and visible commitment as well as active involvement over a sustained period of time.  This must be demonstrated by Members, Directors and Senior Managers, employees and others working with the Council to ensure success.
· Additional resources are being sought to assist with the demands of equality and diversity work.  This recognises the demands of new and forthcoming legislation and the action plan.
· Contributed to the Joint Area Review in Children’s Services.  Additional resources from the Equality and Diversity Team have been deployed to contribute to the achievement of this objective.  To address the workload needs in the Children’s Services Directorate this arrangement will remain until spring.
· Work continues to ensure the Council meets its statutory responsibilities through the production of a Race Equalities Scheme and preparation of a Disability Scheme later in 2006. 

· Work ongoing to ensure the Council meets its responsibilities in terms of the new age discrimination regulations.

Employment and Regeneration

SCC Young Ambassadors

· 25 Young Ambassadors have been provided with training and have had their managers consent to participate in 2-3 events per year.  

· Initial information from training evaluation forms is indicating very positive feedback to date, analysis will be finalised on completion of all training.

Clerical and Administrative Pool launched 13th September, 2005

· The pool has achieved over 20 job starts to date.

· A second wave of recruitment into the pool has commenced.

· Resources from Job Centre Plus, which gave additional capacity to manage this initiative, have been withdrawn.  Discussions are currently taking place to secure replacement capacity.

Occupational Health & Safety Team

Improvement Plan for Health and Safety

· Appointments have been made to all posts to provide a dedicated health and safety resource in all Directorates.

· The new team has been updated on the council’s aims and objectives and how they contribute to achieving the 7 pledges. 

· Guidance for service for managers has now been placed onto the intranet under “Health, Safety and Support” as a central information source.

· The out-stationed safety team have commenced the corporate audit of directorates to determine the Council’s health and safety performance. Phase-two of the schools audit and inspection programme commenced in January for the next 3-year cycle.

· The out-stationed safety team have taken responsibility and control of the corporate accident recording system and are undertaking all reports to the HSE and for monitoring accident performance from December 2005.

· The process of relocating the safety staff into the directorates has commenced and the teams will be established as soon as accommodation becomes available in directorates, this will enable the transition from a central model to an out-stationed model.

· The corporate flu vaccination programme was completed during November to December 2005 with 1120 staff receiving immunisation. Vaccine has been ordered for the 2006/2007-influenza season that is expected to be a significant priority due to the spread of the bird flu virus.

· The HSE audit on stress for the Children’s Services is planned to take place in February 2006.

· A report on the corporate resource implications for asbestos management and surveying has been completed and is awaiting presentation to lead member and cabinet.

· A review of documentation and recording systems commenced in November 2005 to introduce a paperless office and document imaging for occupational health and safety records. This service is essential to communications now that the safety team are out-stationed.

· Several policy guides on the intranet site have been updated and/or added in the past 3 months, including links to the HSE web site and information on infectious diseases.

· The service improvements and access improvements to occupational health & safety service have been achieved.

· A substantial review of the occupational health service has been completed in January and a report and recommendations for modernising the service will be completed by the end of February 2006.

· A safety officer post in the Environment Directorate has been transferred into the safety team and will operate as an out-stationed post at Turnpike House. It is also proposed to transfer the Safety Co-ordinators post in Children’s Services into the safety team.

· Contractor evaluation work being undertaken to move to a CHAS evaluation scheme for the council.

· The sickness absence-monitoring programme has impacted on the occupational health resources from November 2005 with available appointments extending from 10 days to 28 days in two months. Our locum OHN is currently covering the absence of the Occupational Health Nurse.

Future Plans:
· Develop staff in outstationed teams via a programme of fortnightly technical training sessions throughout 2006.

· Improved reporting to Members and Directors on key health and safety performance issues.

· Progress the audit and monitoring roles and focus on influencing accident/sickness reduction in directorates and aligning resources to address strategic health and safety issues e.g. stress; HAVS; risk assessment; fire safety; technical advice & support for line managers and safety awareness training.

· Members of the team are actively involved in the development of a joint AGMA and IOSH seminar to take place in November 2006 on the theme of “Managing Sickness Absence.” 

Issues:

· Staff retention/recruitment. (Following achievement of chartered status in November 2005)

· Resources in Occupational Health (under review)

· Resources for introducing Document imaging. (Need to ensure effective communication to out-stationed teams)

· Cost of asbestos surveying for Council. (Significant costs attached to compliance with surveying requirements £2-3M.)

PART THREE 

OTHER STRATEGIC CONTRIBUTIONS AND DEVELOPMENTS 

· Coordination of the recruitment and selection arrangements for the appointment of the Chief Executive and Director of Marketing and Communications.

· Contributed to the Comprehensive Performance Assessment during January.

· Work ongoing on the divisional balanced score card and population of the performance management framework.

· Contributing to the development of a Community Cohesion Strategy through a multi-agency working group (Strategic Leads on Community Cohesion)’

· Working 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 and the HR implications for Salford Council.

· Reviewing best practice arrangements in respect of the Council’s VER/VS arrangements.

· Continued involvement at a national level with the design and delivery of the National Graduate Development Programme.

· The HR division is actively working toward the achievement of Investors in People standard and in pursuit of this we have brought together a working group, undertaken a staff questionnaire and devised a project plan.

APPENDIX
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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 standards of employees within the City Council




	QUANTITATIVE RESULTS:

Literacy pilot – June to August 2005
No. signed up to the programme (Environment)

8

No. withdrawing

3

No. requiring alternative programme for dyslexia support

1

No. completing programme

4

No. successfully passing national certificate

1

No. not yet passed

2

No. absent for test

1

No. requesting re-sit

3

We are awaiting information from Salford College regarding re-sit exams and dyslexia support.

Numeracy pilot – commenced 23/01/06

No. signed up to the programme:

Environment

 10

Urban Vision

2

As this programme has just commenced, progress reports will be provided in due course.




	QUALITATIVE RESULTS:

· Due to the low number of learners completing the literacy programme (phase 1 of the pilot) it was agreed that the evaluation process would take place at the end of the numeracy programme (second and final phase of the pilot). This would enhance the quality of the feedback.

· As previously reported, funded was available to deliver SfL awareness raising training. The half-day training took place on 26th November 2005 and was attended by 3 union learner reps. from Environment and 2 from Urban Vision.

· Articles to promote Skills for Life and the current pilot have appeared in newsletters within Environment Directorate.

· The authority is currently participating in the Basic Skills Quality Initiative. This provides access to free training and the services of a facilitator who gives advice and guidance on developing an authority wide strategy for Skills for Life. An initial meeting with the Organisational Development Manager took place on 26th October 2005. It was recommended that staff within the Organisational Development team undertake a 2-day training programme in Leadership & Management, linked to Skills for Life. The Organisational Development Manager and Principal HR Officer completed the training on 18th January 2006. Further training opportunities are available and will be accessed.                                                                    


	FUTURE PLANS:

· A bid for funding as part of the LPSA 2 target will be made. This will provide the opportunity to appoint an officer to focus on developing an authority wide strategy for Skills for Life training.

· A meeting is planned for 28th February 2006 with Salford College to discuss possible options for the wider delivery of Skills for Life training.

· Evaluation of the literacy & numeracy pilots will take place some time in April when the numeracy pilot completes.




	ISSUES:

In order to address potential operational difficulties, directorates will need to consider how they can fund “back fill” requirements while employees undertake SfL training.

The joint trade unions need to consider a publicity campaign to recruit more union learner reps. across the authority. 

Managers need to be aware of the rights to time off for union learner reps. 


	RESPONSIBLE OFFICER:

Karen Darlington
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HUMAN RESOURCES 
ORGANISATIONAL DEVELOPMENT TEAM

	PROGRAMME:  Introductory Skills In First Line Management




	TARGET AUDIENCE: First Line Managers


	OBJECTIVES:  To give the necessary information to enable the managers to fulfil their role, such as  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:  The Sept – Dec courses have finished, with 29 participants taking part.  Another two courses have now started Jan – Mar with 30 participants.  

Directorate

Number

Chief Executive

7

Community & Social Services

7

Customer & Support Services

16

Education & Leisure

10

Environmental Services

5

Housing & Planning

9

Urban Vision

7




	QUALITATIVE RESULTS 

From the September Course, 24 delegates have attained their certificate in First Line Management.

This is a reduced figure due to 1 delegate awaiting award, 2 delegates deferring to April 06, 1 delegate leaving SCC and 2 failed to submit work.

The certificates have arrived and will hopefully be handed out at the next Leadership roadshow.




	FUTURE PLANS

We intend running nine courses instead of six in 2006/7.  This is to reduce the number of names on the waiting list.  

By March 2007 we are hoping to have offered a place to all on the waiting list.




	ISSUES:   124 names on the waiting list




	RESPONSIBLE OFFICER:   Karen Walmsley
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HUMAN RESOURCES 
ORGANISATIONAL DEVELOPMENT TEAM

Update January 2006

	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.  

· Allow 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




	QUANTITATIVE RESULTS:

Sept 05 – Dec 06
Directorate

No of Users

No of Courses Accessed

Hrs of Study

CE

47

356

174 hrs

Comm Soc Serv 

20

77

45 hrs

Corp Services

129

418

288 hrs

Develop Services

7

18

9 hrs

Education 

170

609

415 hrs

Environmental

9

27

13 hrs

Housing

27

61

73 hrs

TOTALS

409

1566

1017 hrs

NB.  Due to the database being created in Aug 2004, these figures are based on previous directorate titles/areas – a new database will be created as soon as the information has been updated on SAP system. 




	QUALITATIVE RESULTS:



	FUTURE PLANS:

· To work closely with the 11 E-Learning Directorate Champions to ensure that information is advertised appropriately and updated as necessary. (E-Learning Champions act as first point of contact for each directorate in connection with the intranet-based learning).
· To ensure that all City Council employees are aware of this learning opportunity via E-Learning Champion network and other directorate contacts from day one (e.g. include in induction – see corporate e-induction information)

· To ensure there are facilities available where individuals can be given support (1-2-1 if necessary) to allow them to use this facility even if they have IT skills needs.




	ISSUES:

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 learning method.

Due to CPA inspection there are no support sessions currently available within Innovation House.  Once the inspectors leave, there are building/alteration works due to take place within this building.  Therefore alternative accommodation needs to be made available to support e-learners.  There is limited availability at St James’ Hse (Salford) – Community Health & Social Care Training Suite, but due to the number of people using e-learning as part of other training courses (e.g. First Line Managers, HR Skills for Managers –approx 50 people) supported sessions should be available.  St James’ Hse can only accommodate 6 people and is only available when CareFirst are not using the suite.  


	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

Update January 2006 

	PROGRAMME:
Coaching Skills (Toolkit) - 1 day course




	TARGET AUDIENCE:
Team Leaders/ Supervisors of front line staff




	OBJECTIVES:

As part of a joint ODPM bid with Oldham Council, Salford to train coaching skills/toolkit training to 40 team leaders/supervisors before the end of the year (2005).

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:

The overall ODPM project target is to undertake coaching skills/toolkit training with 80 team leaders/supervisors (40 in Salford, 40 in Oldham).  

All training course have now completed (23 Sept, 3 Oct, 4 Nov and 12 Dec)


	QUALITATIVE RESULTS:

32 people have completed the coaching skills training course.  




	FUTURE PLANS:

A Review Meeting took take place on 12 January 2006 to discuss the customer care/coaching training programme.  After evaluation of results, further training will be offered to team leaders/supervisors across the whole of the City Council.  Whilst we aim to encourage supervisors/team leaders of service areas, who are undertaking the customer care training programme to attend the coaching course, we will also offer this training to other staff who require this.


	ISSUES:

Funding once the ODPM monies end – budget needed to continue customer care/coaching training




	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

Updated January 2006 

	PROGRAMME:
Customer Care - 1 day course




	TARGET AUDIENCE:
All front line staff 




	OBJECTIVES:

As part of a joint ODPM bid with Oldham Council, Salford is aiming to undertake training of 250 front line staff in customer care before the end of 2005.  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.

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.
The following service areas within Salford City Council were involved in the pilot programme:  

· Catering

· Cleaning

· Transport

· Older People & Domiciliary Services 



	QUANTITATIVE RESULTS:

The overall ODPM project target was to undertake customer care training with 500 front line staff (250 in Salford, 250 in Oldham).  

6 – Catering

1 – Cleaning

3 – Transport

4 – Domiciliary/Older People

Catering   = 115 people

Cleaning  = 14 people

Transport = 49 people 

Domiciliary/Older People = 70

Total courses delivered = 14

Total number of employees trained = 248




	QUALITATIVE RESULTS:

The qualifications achieved from the above staff groups is as follows:

114 gained the HAB qualification

131 gained college certificate

    3 did not complete (did not take assessment)

248


	FUTURE PLANS:

A Review Meeting took take place on 12 January 2006 to discuss the customer care/coaching training programme.  After evaluation of results, further training will be offered to team leaders/supervisors across the whole of the City Council.  

Report attached for information.




	ISSUES:

Funding once the ODPM monies end




	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

Update January 2006 

	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, e.g. 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

CE

13

CSS

10

Corp Services

12

Education

0

Environmental

1

Housing 

6

Develop Services 

0

Sept 05 – Jan 06
NB.  Due to the database being created in Aug 2004, these figures are based on previous directorate titles/areas – a new database will be created as soon as the information has been updated on SAP system.



	QUALITATIVE RESULTS:




	FUTURE PLANS:

· To work closely with E-Learning Champions to ensure that information is advertised appropriately and updated as necessary re: availability of Corporate Induction.

· To ensure that all City Council employees are aware of this Induction module and are requested to undertake it within the 1-2 weeks of commencing employment.

· To 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:

· 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.

· Staffing resources – who will undertake the supported sessions 

· Cost implications – learning facilities (e.g. centre of excellence or other supported venue)

· Cost implication – membership of IDeA to enable access to Authoring Tool software.




	RESPONSIBLE OFFICER:

Andrea McCusker 

HR Officer (Performance Development Team)

0161-793 3528
andrea.mccusker@salford.gov.uk
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HUMAN RESOURCES 
EQUALITY AND DIVERSITY TEAM

Updated January 2006

	PROGRAMME:
Equality and Diversity Training




	TARGET AUDIENCE:

All staff 




	OBJECTIVES:

To provide all employees with 2 days of training on equality and diversity. Day 1 is a standard ‘awareness’ module. Day 2 is a specific customer service focused course for front-line staff or alternatively a specific course designed for managers.

In addition a 3-day programme is offered to selected staff who agree to undertake the role of ‘diversity leaders’ and support directorate and Council initiatives in this area.


	QUANTITATIVE RESULTS:

1050 staff have undertaken at least 1 day training so far.




	QUALITATIVE RESULTS: 

The training is required to meet the Council’s statutory duty under the Race Relations (Amendment) Act 2000.

The profile of equality and diversity has been significantly raised and skills levels developed. 

Trained Diversity Leaders are meeting periodically as a group to consider how to improve the Council’s performance in this respect.




	FUTURE PLANS:

All the courses have recently been revised following feedback from earlier courses.

Further courses will be run throughout 2006/7 and beyond.


	RESPONSIBLE OFFICER: Jean Carter
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HUMAN RESOURCES 
ORGANISATIONAL DEVELOPMENT TEAM

Updated January 2006
	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:

Cohort 1 – April 2005

Directorate

No. Of Managers participating

MBS Transform IN Salford Programme

Individual Applied Learning Opportunity

NVQ 5 in Management

Chief Executive

3

   Completed

  Underway

2

Customer & Support Services

4

“

“

0

Education

9

“

“

1

Environment

4

“

“

2

Housing & Planning

3

“

“

0

Community & Social Services

9

“

“

2

Total

32

7

Cohort 2 – July 2005

Directorate

No. Of Managers participating

MBS Transform IN Salford Programme

Individual Applied Learning Opportunity

NVQ 5 in Management

Chief Executive

5

Final action learning sets to take place in February 2006

  Underway

0

Customer & Support Services

1

“

“

0

Children’s Services

4

“

“

4

Environment

2

“

“

1

Housing & Planning

4

“

“

0

Community Health & Social Care

11

“

“

4

Total

27

9

Cohort 3 – January 2006

Directorate

No. Of Managers participating

MBS Transform IN Salford Programme

Individual Applied Learning Opportunity

NVQ 5 in Management

Chief Executive

6

Commences April 2006. Currently completing 360 degree feedback process

Commences April 2006

Introductory session completed for all Directorates

Customer & Support Services

11

“

“

Children’s Services

4

“

“

Environment

3

“

“

Housing & Planning

3

“

“

Community Health & Social Care

8

“

“

Salford Community Leisure

1

“

“

Total

36

Expressions of interest for cohort 4 (dates to be confirmed) are detailed below: 

Directorate        

  Expressions of interest 

(As at 4/01/06)

Chief Executive

  4   

Customer & Support Services 

  2   

Children’s Services

  1   

Environment

  2   

Housing & Planning

  3  

Comm. Health & Social Care

  3                              

Total

  15 




	QUALITATIVE RESULTS: 

A review of progress will go to Directors Team in February 2006




	FUTURE PLANS:

· There is provision in the 2006/2007 budget for 2 further cohorts, (4 & 5)

· In an attempt to reduce the high costs associated with the programme, and the time commitment for observers, several changes have been made to the development centre element of the diagnostic process: -

· We will continue to purchase the psychometric tests from TCA consultants. However, they will no longer participate in the facilitation of the development centre day. Objectivity will be maintained by the continued use of NWEO.

· The time commitment for observers has been reduced by increasing the number of individual exercises (requiring only 1 observer to invigilate)

· Group exercises, requiring 6 observers are limited to the afternoon only. As a result, the wash up session is reduced from a full day to half a day.

· Feedback reports will be easier to complete focusing on skills. Participating managers will be encouraged to relate the skills to the relevant manager competencies.

· A “pool” of both Salford & Oldham observers will now be available for all development centres. However where possible we will still aim to provide as many observers as possible from the opposite authority. There will continue to be an observer present from NWEO for every development centre.

· Although the time commitment for most observers will be reduced there will be additional administrative responsibilities (previously covered by TCA consultants) for 1 observer who will take on the role of development centre manager. This role could be rotated around the group of observers for each development centre.

           These changes will coincide with the commencement of cohort 3. Briefing

           sessions to update existing observers on the changes have been planned as

           follows:

· Oldham     6th February 2006

· Salford      13th February 2006

           The cohort 3 development centres which will operate the revised 

           arrangements are planned for 28th February, 8th & 15th March. Observers 

           participating in these development centres will attend a meeting in Salford on 

           20th March to review the revised process.


	RESPONSIBLE OFFICER:

Karen Darlington
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