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CUSTOMER AND SUPPORT SERVICES

HUMAN RESOURCES DIVISION

QUARTERLY REPORT 

TO LEAD MEMBER BRIEFING

    4TH JUNE, 2007

“Creating the best possible quality of life for the people of Salford”

HUMAN RESOURCES DIVISION

HIGHLIGHTS 2006/07

The following section details the key achievements in HR during the year ending 31st March, 2007.

Divisional awards and recognition
· Winner of the national Pay Magazine award for the Best Absence Management Strategy 
· Investors in People accreditation for HR.
· Good practice recognised in an article in the Manchester Branch CIPD magazine for our age neutral applications form.

· Article outlining the councils strategy for managing absence featured in the Incomes Data Services (IDS) magazine (benchmarking HR policy and practice)
Team Highlights:

Urban Vision 

· Facilitating the first open day for Urban Vision in February 2007. A number of appointments have been made as a result.

· Creation of the UV HR helpdesk as a means of managing the queries coming into the team, freeing up our time for other work.

· Population of the UV HR intranet pages including frequently asked questions to enable 'self help' and in doing so reducing the number of queries.

· Resolution of very difficult cases e.g. disciplinaries, attendance management.

· Overall ensuring our work is more aligned with the business, with reduced resources.

Community Health & Social Care
· Closure of the Bathing Service

          


Successful closure of the bathing service following a service review with 
no compulsory redundancies - all staff successfully redeployed.

· Home Care Review

Successful review of intermediate home care staff contracts to remove 
high percentage of 'down time' where staff were contracted for hours but 
were not deployed.  Introduction of optimum hours contracts for all staff at 25 h.p.w. and revised rotas.  95% of staff have accepted the contractual 
change with no requirement for dismissal & reengagement.  2 staff have 
requested redeployment.

· Move to a more consultancy / business partner approach supporting business objectives.

· Successful implementation of the revised establishment change 
process and removing the previously bureaucratic ROD process.  

· Continued support for managers through particularly complex cases.

Children's Services
· Supporting Harrop Fold School through a number of complex HR issues to help the school move forward and come out of Special Measures. This involved the removal of approximately 40 staff through a number of different exit routes.

· Extensive support in setting up a new Children's Services Directorate through the creation of a number of teams previously located in two different Directorates.

· Helping schools to demonstrate that they hold a single central record outlining the CRB status of all employees.

· Resolving the staffing structure discrepancies on SAP system to ensure accuracy of all posts and locations.

· Developing a more cost effective retirement and redundancy policy for school based staff.

Employment and Workforce Planning - Systems & Information

Absence Management - Robust Data Collection & Reporting

· Online sickness absence form
The introduction of an online absence recording form that facilitates the recording of sickness absence directly into SAP has greatly improved data collection.  The online absence recording form has enabled absence to be recorded as and when it occurs therefore improving the quality of the data as it entered in real time.  As a result payments to staff are more accurate and reporting has improved.  

We have developed the system so that Managers now have access to information about the sickness absence history of staff to support them in applying the Attendance Management Policy therefore providing them with the tools they need to carryout their responsibilities under this policy.

· Improved efficiencies 
Our Payroll Department has also benefited from the introduction of the online absence recording form as they now have more time to focus on other issues and have been able to reduce staff numbers through natural wastage as a result.

In addition, administrators and managers now no longer have to continue with their own absence recording systems as the absence information is available through the online absence recording process about their staff.  As a consequence there is no more ‘double entry’ and duplication of work in take up areas allowing each area to streamline their processes.

· Better reporting

Improved data quality has resulted in greater confidence in the reports produced in relation to sickness absence.  We have held bespoke absence workshops for each Directorate to highlight and to focus on their specific issues.  We also made sickness absence reports available on the intranet for managers to access when we became aware that they were not always receiving these reports at the appropriate time.

We have built on the sickness absence workshops by holding quarterly sickness absence sessions which are attended by Human Resources, Occupational Health, Directorate Management and our Management Information Officer to review activity over the quarter and identify area of concern that need to be addressed.  Our Management Information Officer attends each of the sessions and is therefore able to help promote best practice across the authority and promote the consistency of approaches.

CRBs

· Pre-Employment Checks

At the start of last year we commenced the pre-employment CRB checks for Children Services.  This was a new process absorbed by the team without additional resourcing.

· Improved efficiencies
Once the process had been imbedded for a few months, it soon became apparent that there were improvements that could be made to the process.  Since taking over the service the following improvements have been made:

- Training of CRB ID Checkers in schools to reduce error rates

- Colour coding of forms to assist applicants

- CRB help line number and dedicated CRB email address to improve communications with service users

- Introduction of postcard to acknowledge receipt of CRB documentation and query concerns

- CRB Database that is being continually improved to accurately monitor progress of CRB requests and update Managers and HR

- Online CRB tracking information given to Managers and HR so they are aware of progress once with CRB

- Uploading of CRB information onto SAP so that this can be attached to SAP records.

· Schools Backlog
As well as undertaking the pre-employment CRB checks for Children Services we have also been heavily involved in trying to address the issues concerning staff currently working in our schools that should have CRB Disclosure records but do not.  This has been a particularly difficult task as unfortunately a number of schools/individuals have been uncooperative and there have been data quality issues.

Employee Details Audit
We successfully devised and co-ordinated the distribution and updating of our employees details via the audit.  As well as improving significantly the information held on SAP and therefore making our reporting more robust, it also positively contributed to our BVPIs.  In addition the audit has helped us to comply with our responsibilities under Data Protection.

This exercise will be repeated annually and we are working with the SAP team to deliver this to those employees with intranet access via the Employee Self Service Portal to be introduced soon.  This should hopefully improve return rates and be a more cost effective way of maintaining this data.

HR Intranet Site
The HR pages of the intranet have changed beyond all recognition over the last financial year.  Navigation on these pages has improved significantly and the information available has improved both in terms of its quality and how it is presented.  In addition, support from this team has been provided to other colleagues to help them to improve their areas of the intranet site.

Recruitment Advertising
The standard of service provided by the team who facilitate the recruitment advertising process has continued to remain extremely high, especially when considering the additional strain on resources caused by the introduction of CRB's to the team and a long term staff absence.  

Organisational Development 

Appraisal Scheme

· Redesigned the Corporate Appraisal Policy/Scheme. Resulting from this we have delivered training on both the new appraisal process (for all managers completing appraisals) and appraisal skills (for managers wishing to acquire new skills/refresh their skills).Approximately 800 managers have participated.
· In addition, we have held a number of briefing sessions for staff giving an overview of the process. 292 staff have attended such briefings.

Training to support the competency framework

· We have delivered a series of short courses to support the competency frameworks for both managerial and non managerial staff

Courses run from 6th February 2006 - 30th April 2007

	Course title
	Number of courses
	Number trained

	Analytical Skills
	1
	11

	Assertiveness
	1
	9

	Conflict Handling
	1
	10

	Creativity & Innovation
	1
	13

	Influencing Skills
	1
	12

	Interpersonal Skills
	1
	15

	Making Effective Presentations
	1
	13

	Problem Solving & Decision Making
	1
	8

	Report Writing
	2
	25

	Time Management
	1
	14


Due to demand for these courses a further 33 have been arranged between May - September 07 across a range of topics including those above.

The Transform Network

· 149 Managers have undertaken the Council’s blue riband management training programme – Transform IN Salford. Additionally 17 have undertaken the AGMA Capacity Building Programme that is similar in content and ambition.

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

· As a result, the Transform Network was formed, inviting graduates from both programmes to participate. Members of the Network are accountable to their Director and Directors’ Team and participate in projects outside their normal work environment to provide change leadership for the Council. To date the network have been involved in projects including the Chief Executives "One Council One Vision" event last October, consultation on the proposed City Council Values and LGA Most Improved Council award.

· A web based forum is currently under development where Network members can ask each other for help and advice, and share good practice.

Community & Social Care Awards 2006

· In partnership with the Community Health and Social Care Staff Development Section we won an award in October last year. We assisted with the installation of PCs within Independent Sector to enable staff to undertake e-learning.
· By utilising the electronic learning packages the agencies have been able to learn and respond quickly to the changing needs of service users.  The agencies worked together to make the project a success and the group have shared information with each other and with the wider care sector.

Elected Member Development

· We have developed and coordinated new Member induction.
· In November 2006 we organised and coordinated a successful Elected Member Residential Weekend.
Community Health and Social Care Staff Development Section

· Assisted the C,H & SC Directorate to achieve IiP status, and have co-ordinated a strong application for them to become "IiP Ambassadors" - if successful they will be the only Local Government Department in the U.K. to have achieved IiP Ambassador status.
· Have maintained the flow of available Practice Placements for student social workers for C,H & SC. at 18.9 (13.29 for Children's Services). This is one of the Directorates 50 Key Performance Indicators and the performance remains in the top 'very good' quartile. 
· Demonstrated that we are on target to achieve a qualified workforce in social care for C,H & SC by March 2008 - the national target set by Department of Health.
· The multi-agency strategy on ‘Skills for life’ has progressed well. The approach of embedding ‘skills for life’ into NVQ achievement is attracting particular interest. This approach also provides a significant contribution to the City Councils Local Strategic Partnership targets. 
· We have been asked to address two national conferences on our innovative approach to embedding 'Skills for Life' into Level 2 qualifications.
· Salford Care Training Partnership with the private, voluntary and independent sectors continues to grow. This year saw an increase in the amount of training made available, a range of innovative recruitment initiatives to ease difficluties, significant business and organisational support and the launch of the web-site on Salfords internet site http://www.salford.gov.uk/living/health/sctp.htm
· Introduced the Certificate in Personal Learning and Development for Carers in Salford, as the start of improving training support to this group of Salford citizens. Case study material has been provided for City & Guilds (the awarding body) to use in their national promotional literature.
· Achievement of the above has necessitated significant networking across a number of Directorates. This has been positive in terms of a ‘One Council’ approach.

Equality & Diversity Team

· Setting up and contributing to the Corporate Accessible Information Group has enabled the achievement in changes to the methods used to communicating information so it is accessible to people with special communication needs.
· Initiating and supporting the 3 Diversity staff groups, which will be a key tool for influencing change. 
· Re-launching and establishing the Clerical and Admin pool as an effective mechanism for recruiting and developing staff.
· Developing systems and raising awareness of the importance of reporting hate crime, including piloting an on line web based system within schools and other areas within Children's Services.
· Take the lead in incorporating equality impact assessments - including the use of an e-tool - as a key process throughout the council, by providing training advice and support. 

Occupational Health & Safety

· Integrated asbestos role into Urban Vision.
· Ensured that Housing & Planning changes included high level safety elements in the management agreements (Salix, Salford West & NPHL).
· Satisfied the HSE audit requirements on stress initiatives in CHSC&CS.
· Implemented a new website for all H&S guidance.
· Reviewed the Occupational Health Service and currently implementing changes.

Quarterly Reports 
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.  
Equal Pay Events 
· Since December a significant about of work has been undertaken in managing the equal pay issues for the City Council.

· This work has been coordinated by HR in conjunction with colleagues in Finance and the Legal teams and ACAS.
· In total 45 staff within Customer and Support Services have been involved at various times in processing over 2000 cases. 

· This important piece of work has been very successfully organised and managed.
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 January to March 2007

	Directorate
	Disciplinaries
	Grievances
	Dignity at Work
	Attendance Management

	Chief Executive
	
	
	
	

	Children's Services
	14
	5
	0
	51

	Com. Health & Social Care
	12
	8
	1
	72

	Customer & Support Serv
	2
	1
	1
	42

	Environment
	2
	1
	0
	74

	Housing and Planning
	1
	1
	1
	18

	Urban Vision
	2
	0
	0
	22

	TOTAL
	
	
	
	


Urban Vision

· The changes reported in the last update regarding how the Urban Vision HR team operate have been going well and positive feedback has been received from Senior Management. The team now has a part time HR Assistant to help support the changes put in place.

· The open day took place on 28 February 2007.  Although the turnout was lower than expected, praise was given to its smooth operation on the day.  One appointment has been made and it is anticipated that there will be up to 3 further appointments.  The HR Team were integral to the success of this event.  In addition, further developments are being explored with the Strategic HR Manager to tackle recruitment and retention issues across Urban Vision, including market testing, organisational structure, and the development of a draft Market Supplements Policy.  

· The monthly HR report produced for the Management Board has been reviewed and amended to provide more qualitative and informative management information.  Further improvements with data gathering and presentation are scheduled and the Central IT team should be starting work on the programming side of it this month.

· Preparatory work has been undertaken for an Urban Vision HR service plan that will be finalised when the standardised outstationed HR service plan document is complete.

· Work has been undertaken to update the absence information in SAP for Urban Vision in respect of historic entries with ‘pending reason’ (‘pending reason’ is no longer an option when inputting on sap). This will enable more accurate reports and identify more clearly any trends that may emerge.

· Following the bulk input on SAP of appraisal dates, the team has been periodically collecting data from managers to ensure it is kept up to date.

· The HR Team continue to support managers across Urban Vision in dealing with varied and complex casework across the range of Attendance Management issues and Disciplinary matters.

Community Health & Social Care

· The HR team have continued to review internal processes and work allocation to provide a more customer focussed and effective HR service to the Directorate.  Improvements to the internal processes for recruitment and changes to establishment have been implemented successfully.

· Further training and support has been provided to SCL managers on capability and recruitment.  Weekly meetings are now established between the Strategic HR Manager and the management team of SCL which has improved communication and service provision for SCL.   A significant piece of work currently being undertaken is to implement the outcome of the job evaluation exercise within SCL and includes the development of a new pay and grading structure and consultation with the staff and trade unions.  

· Work continues to ensure that the SAP HR establishment is accurate and reflects the current organisational structure.  This work is ongoing and as part of the internal reorganisation one of the HR Assistants is currently leading on the maintenance of the organisation structure.

· The team have been involved in a significant number of highly complex cases spanning a number of HR policies which have required significant HR support and input.

· The HR Manager is leading on a number of large scale proposals for change across the Directorate including a review of mental health provision for older people including White Meadows.  There has also been a review of the intermediate home care provision with a proposal to revise contracts to achieve optimum hours contracts for all staff.  Following a large-scale consultation exercise with the whole staff group and regional officers from the trade unions the HR Team are now consulting on an individual basis with those staff affected to effect the change from September 2007.  In addition, work is commencing on the reorganisation of Drug and Alcohol Services across the City integrating the services and staff groups from both the City Council and PCT.  The HR Manager is currently working with the PCT and City Council Managers to further develop the integrated care teams model across the City which again aligns services delivered by both the City Council and the PCT more coherently and will require consultation across both staff groups and trade unions.  The outcome for the Directorate will be improved service provision and delivery of services to clients but requires significant HR advice and support throughout the process.

· The HR Manager works closely with the Directorate Management Group and has recently presented an item to the weekly DMG meeting on HR issues across CH&SC highlighting trends and issues together with highlighting senior management responsibilities across the HR policies.  This session was extremely well received. 

Environment

· The team have been addressing recruitment difficulties in the Liveability Division Strategy Team, which has involved researching private sector salaries and using creative advertising to sell the benefits of working for Salford to attract more candidates.  This exercise proved successful and resulted in a much improved response rate.

· Work is currently being undertaken in conjunction with the Systems and Information Team to put together a programme to introduce CRB checks for school based staff within Citywide.

· The Team Leader has undertaken a significant piece of work to resolve long standing issues regarding staff redeployments, patterns of work and compensation payments for a group of staff based at Turnpike House Lodge.

· Two members of the team have recently successfully completed the First Line Manager training.

· The team have continued to provide an effective HR service to the Directorate despite two staff vacancies within the section, and dealing with issues around their imminent move to Turnpike House.  Support has also been given by the team to other staff transferring to Turnpike from Crompton House, Minerva House and the Civic Centre.

Customer & Support Services

· The Team Leader has undertaken a considerable amount of work coordinating the IiP bid for HR, which has now been confirmed as successful.

· The team have been working closely with officers from the Systems and Information Team to pilot Org Plus software in Customer Services.  This has involved liaising with managers regarding the reporting arrangements within their teams, in order that accurate information can then be input into SAP so ultimately managers can be provided with accurate structure charts linked to SAP.

· Assistance was provided in the recruitment of the new City Solicitor, which involved the team advising on the advert, setting up the microsite, and providing all documentation.

· The team have had a number of complex cases running concurrently involving redeployment, dignity at work issues and dismissal due to excessive sickness and most members of the team have been involved with the Equal Pay Events which ran very smoothly and successfully.  

Housing and Planning

· A substantial amount of work has been done to facilitate the setting up of the new housing companies, particularly to assist Housing Connections Partnership with the transfer of staff from the City Council and New Prospect, and to provide a significant amount of management information to aid the transfer.  HR support has also been provided to the Senior Management Team regarding the staff briefings to be held in May.

· Work has continued with the promotion of attendance management good practice within the Directorate, and this has resulted in a reduction in absence levels according to the latest published attendance management figures.

· The team have been working closely with managers within the School Crossing Patrol service to resolve issues around parity of terms and conditions of employment in comparison with other officers across the Council.

Chief Executive

· One team member has worked hard to facilitate the redeployment of an individual in a time expired post, and secured successful redeployment of an individual in another Directorate.

· The team have provided HR support, advice and facilitation at the recent attendance management training sessions covering Chief Executive Directorate, Housing and Planning and Customer and Support Services.
Children's Services

· Initial work has begun to identify groups of staff within schools and the Directorate  that are likely to TUPE transfer across to an external ICT Provider as part of the arrangements under the BSF Programme. A Briefing session for Secondary Schools is being prepared to be followed by meetings with the staff affected and their T U Representatives.

· Staff Consultation Meetings have been held at North Grecian Street and Charlestown Primary Schools to outline proposals to close the existing schools and replace with a new school on an adjacent site. All staff were invited to attend and given opportunities to ask questions about the proposals and associated staffing issues.
· A number of schools are experiencing budget difficulties and staff within affected schools have been encouraged to volunteer for severance or voluntary early retirement, as an alternative to compulsory redundancy. A number of applications have been received and have now been approved through City Council procedures.
· The HR Team has been providing a lot of additional support to two schools facing closure in August 2007, helping the Governing Body’s to deal with redeployment and redundancy issues. A new school, Primrose Hill, is opening in September 2007, and the HR Team have worked with the newly appointed Headteacher to ensure that an appropriate staffing structure is in place when the new school opens.
· A number of activities are underway within the HR Team to review existing systems, processes and procedures to establish what improvements can be made , both for the Team and for Customers. Further work is being undertaken with the ECLIPSE IT system to ensure that processes are streamlined and efficient.
Systems and Information Team

Recruitment website activity

· We have been tracking website activity across our job pages and related functions on a monthly basis.  The activity so far for 2006/07 is shown below:

	Website activity
	Q1 2006/7
	Q2 2006/7
	Q3 

2006/7
	Q4 

2006/7
	Total

	No. Job Bulletins downloaded
	2957
	2733
	2318
	2660
	10668

	No. Job Bulletins viewed online
	2263
	2148
	1808
	1960
	8179

	No. People Registered to Job Alerts
	1608
	2373
	2830
	3389
	3389

	No. People who have activated Job Alerts
	1010
	1452
	1743
	2089
	2089

	No. Of times the Job pages have been viewed
	150261
	145174
	130794
	167980
	594209

	No. Of visitors to the Job pages
	48365
	49176
	43505
	55729
	196775


· We are currently waiting for IT Services to implement the improvements identified in to the Job Alert process and introduce the text messaging service which will alert candidates to the fact that potential jobs of interest have been posted onto the website.  All information required has been supplied to IT Services.

· A draft re-structure of the Job Pages on the internet has been submitted this quarter and we are awaiting ‘button’ designs from Marketing and Communication.  Once received the new pages can be launched.

· 100% of advert requests received in quarter 4 were processed on time.

Disabled Go Website

· We are awaiting feedback from IT in relation to the linking of job vacancies to appear on the Disabled Go Website.  This website has the functionality for adverts to be ‘read aloud’ by a PC therefore allowing us to access those in the community who are visually impaired or have difficulty reading/reading English.  We are now reviewing the contract with Disabled Go and hope to have our vacancies advertised in May 2007.

Recruitment Moratorium

· The Systems and Information Team has supported this process by facilitating the collation of justification requests and providing support and advice.  It continues to provide support for posts that are Admin/Support related.
Redeployment

· We have now established a process and pages on the intranet for potential redeployment opportunities to be posted.  This will enable a more efficient and effective communication of such post and allow redeployees the option of reviewing all vacancies prior to advertisement.

Attendance Management
· An employee communications campaign has been developed and will focus on the following key areas over 2007/8:
Quarter 1.  Promoting Special Leave Arrangements.

The focus will be on promoting other types of leave available to staff so that they are not taking sickness absence instead of carer’s leave…etc.  Our figures show us that women over 50 have the highest absence.  We suspect that this is due to taking sickness absence when in fact caring they are caring for parents and/or grandchildren.


Quarter 2.  Promoting commitment.

The information available to us indicates that employees associated with schools generally have less absence per short-term illness than those associated with the Directorates.  We feel that this is due to them identifying with a smaller team and feeling as though their contribution is missed when they are absent.  The less paid amongst our workforce have a higher absence than those paid more and again we feel that this is about feeling as though your contribution matters.

Quarter 3. Infection prevention

The most frequent cause of absence is ‘Infections/Cold/Flu’.  We will promote ways for employees to protect themselves from such illnesses over this quarter.  This may also include the flu vaccinations if they are to be available.

Quarter 4. Stress prevention.

Although the most frequent cause of absence is ‘Infections/Cold/Flu’, we loose more days’ absence to ‘Stress’.  The final element of our campaign will focus on supporting employees with stress and supporting people who are experiencing symptoms of stress.  

This will be primarily a poster and intranet campaign and we are working with other areas in the authority to co-ordinate health advice provided to employees so that there is one dedicated area on the intranet.

· The Online Sickness Absence Recording form has seen a continued roll out this quarter.  It was hoped that all Directorates without multiple employees would be using the online form by the end of March 2007, however despite best efforts this is not the case.  This has been raised at the SAP HR meeting and will be dealt with via this group.

· Attendance Management Workshops for each Directorate continue to be offered/held each quarter.  We have also offered each Directorate an annual review session so that progress from 05/06 to 06/07 can be assessed.

Income Data Services (IDS) Interview
· An article on Salford City Council’s award winning absence strategy appeared in IDS this quarter.

Criminal Record Bureau (CRB) Checks
· As detailed in the previous report we are currently supporting Schools to comply with DfES requirements that necessitate each school to hold a full list of staff and corresponding CRB disclosure numbers and dates as appropriate.  This has been a difficult exercise due to information no current single system with this information available and not all schools are cooperating.  However, the response rate appears to be improving. 

· We now have details of closed disclosures on SAP attached to an individual’s record.  The objective is to give Schools access to a report that will satisfy the DfES Inspectors and to improve the recording of CRB Disclosure information.

· We have also been supporting Citywide to establish how they will undertake CRB Disclosure’s for their new starters and current staff who require a check.  We will be commencing CRB checks for Citywide as of April 2007.

· In quarter 4 2006/7 we responded to 325 new CRB requests this quarter and have closed 171.

Long Service Award Ceremony
· All those colleagues recognised have been contacted to collect their souvenir photographs and gold pins.  The date for next years Long Service Awards has been set for Friday 23rd November 2007 at Buile Hill Park Hall. 
 

Data Protection
· The HR Standardisation Group is focussing on improving the consistency and efficiency of HR Processes. Representatives of the Systems and Information Team have joined this group to ensure that Data Protection issues are given full consideration.

· The Data Protection HR Group is continuing to work with Caroline Ives, Records Manager to meet the requirements of the Local Government Classification Scheme (Version 2).  It has been agreed that the most appropriate approach will be to apply records management to the new processes established by the HR standardisation Group.

Freedom of Information 
· This quarter we have received 9 Freedom of Information Requests and closed each of these.
SAP Developments
· In the Q3 report it was noted that the Organisation Structure Workshop had produced a new Organisational Change Form.  This group have now also agreed a form for multiple changes and for honorariums.  These will be posted on the intranet with guidance for usage.

· We have been advised by the SAP Team that working patterns and multiple employments will be going live on 1st May 2007.

· Org plus (organisation structure software) is being piloted by the Customer and Support Services HR Team with the support of the Systems and Information Team.  If the pilot proves to be successful all Directorates will be asked to undertake the task.  Once completed a full Organisation Chart for the Authority will become available.

Investigation Database
· The development of the Investigation Database is with the SAP Team.  Initial demonstrations appear to meet the requirements of the specification provided.

ORGANISATIONAL DEVELOPMENT 

Staff Development and Training Section 

Community, Health & Social Care 

The following activity and issues for the period February 2007 and May 2007 and into the next 6 months are highlighted.

· Delivery of the Staff Development and Training Plan (06/07) remained on target and the Plan for 07/08 was agreed, and extremely well received, at DMG on 10th April. The Plan is available through the intranet web-page for Community, Health & Social Care. The Plan covers staff in Community, Health & Social Care Directorate, social care staff in Children’s Services Directorate and social care agencies in the private and third sectors. (a footprint of over 6,000 staff). 

· At the same time as presenting the Staff Development and Training Plan – an update report was presented regarding progress towards achieving the ‘National Training Targets for social care’. These national targets were established in November 2000 and centre around the NVQ framework.  At the time (2000), the Directorate was at zero, and had no infrastructure with which to progress the agenda. It is therefore an astounding achievement to be able to assure DMG that by March 2008 – the targets will have been achieved. The report is attached as Appendix A. A similar picture exists in Residential Child Care – with a qualified workforce being anticipated by March 2008

· Similarly, at the same time the outturn figure for 06/07, for provision of student social work placements was presented. This remains one of the 50 Key Performance Indicators (K.P.I.’s) for Adults social care. We were pleased to announce an outturn figure of 18.9 for Adult Social care and 13.22 for Children’s Services. This is against a national target of 15. With adult social care, 14% had been generated through the additional activity of this section with the Private, Voluntary and Independent Sector. 

· Investor in People status for the Community, Health & Social Care Directorate was achieved in October. 2006. Co-ordination was through this section. The application to become a national  ‘I.I.P. Champion’ has now been submitted. If successful, the Directorate will be one of only 23 organisations nationally to be awarded this accolade and the first Local Government Department to achieve. It is awarded by the Secretary of State for Education and Skills.

· As mentioned in previous reports, the work of the section increasingly includes supporting initiatives to ease recruitment difficulties into the health and social care sector. This alongside the emphasis on qualifying the social care workforce means, that we have this year been able to present an extremely positive picture on the Community, Health & Social Care Directorates response to the private and third sectors, as it prepares its self-assessment data for the Department of Health. The following data has been presented;

Through ‘Salford Training Partnership’, utilising HRD & NTS grants;

a) Attendance of steering group reps on national conferences (7), 

b) Dissemination of key info. through ‘Newsletter’ to partners (4)

c) Signpost to train2gain for NVQ2 (250)

d) Provided following training free; 

- Induction (50) 

- NVQ3 Care (20),

- NVQ3 Bus.Admin.(15)

- NVQ4 RMA (14),

- NVQ4 Care (25),

- Unpaid Carers Cert (15), 

- Various short courses (560places),

- Training on ‘Safeguarding adults’ (85places),

e) E-learning through 2 software packages available to all orgs (SCILS &Ivysoftware) including computers to 10orgs to support e-learning, 

f) Library of training resources (hosted by Independent Agency

g) For the organisation; -’Build a Better Business’ course (20) & IIP accreditation (12). 

h) To deal with staffing difficulties; Recruitment Fairs(3), ‘Prepare to Care’/ skills for life course developed for those not ‘job ready’, support to mod. apps. scheme, 

i) Research on Care Ambassadors (for 07/08 launch). 

j) Significant support re: NMDS (National Minimum Data Set) to Individual organisations. 

· The Mental Capacity Act came into force on 1st April 2007. Local Authorities have been given the responsibility of training staff from ALL relevant agencies. We are for 2007/8 seeking nominations and co-ordinating 5 x conferences and 23 (+) training sessions. The latter also involves us training and supporting a pool of trainers from relevant agencies. The first multi-agency conference has been delivered and was extremely well received. 

· This years Training Plan also identifies the need for the section to work on extending the training support available to Personal Assistants working with those on Direct Payments, to citizens engaged in Adult Placement Schemes and informal/relative carers. This will be done by repeating the ‘Carers Certificate’ (for a further 20 people) and by opening up all our existing training offered through the Training Plan.

· This years plan has also increased the amount of training offered to support Health and Safety, as an important issue.

· The new Post-Qualifying Framework for social workers is now in place and details around how the awards will be commissioned and delivered are still emerging and presenting some challenges around how information is disseminated and decisions taken within the Directorate. We anticipate supporting work will be needed from this section for a further 12 months.

· In-depth support to workforce planning in Community, Health and Social Care will be offered from the section in the next six months. The sections implementation of SAP and our ability to produce reports on training/qualifications held will support this area of work.

APPENDIX A

Community, Health & Social Care Directorate

Position re: National Training Targets in Social Care – March 31st 2007

Introduction

This report provides detail on the Directorates progress to achieving a fully qualified workforce in social care in line with national minimum standards and national training targets.

Please note;

· Figures only focus on national training targets. This does not therefore reflect the full range of qualifications that staff providing social care are undertaking. 

· Projections to 31.3.08 assume 100% completion and zero staff turnover. 

· Projections to 31.3.08 assume services are able to release staff in line with plans.

1. Home Support Services to Adults/Older People

	Type of Staff
	Target 
	No:s Staff

In service
	No: at 31.3.07
	% at 31.3.07
	No: at 31.3.08


	% at 31.3.08
	Notes/ Turnover

	Home Support Staff
	50% by 2008
	150
	63
	42%
	103
	66%
	1%

	Managers
	To hold management qualification (not specified)
	6
	5
	83%
	6
	100%
	1%


2. Residential Services Adults/Older People

	Type of Staff
	Target 
	No:s Staff

In service
	No: at 31.3.07
	% at 31.3.07
	No: at 31.3.08


	% at 31.3.08
	Notes/ Turnover

	Care staff
	80% by 2008
	61
	50
	82%
	53
	87%
	Approx. 1 per year

	Managers
	To hold Residential Managers Award
	2
	2
	100%
	2
	100%
	


   3. Day Care Services Adults/Older People

	Type of Staff
	Target 
	No:s Staff

In service
	No: at 31.3.07
	% at 31.3.07
	No: at 31.3.08


	% at 31.3.08
	Notes/ Turnover

	Care staff
	Not specified, recommended
	19
	16
	84%
	19
	100%
	Negligible

	Managers
	To hold Managers Award
	4
	2
	50%
	2
	50%
	


4. Learning Difficulties Services

	Type of Staff
	Target 
	No:s Staff

In service
	No: at 31.3.07
	% at 31.3.07
	No: at 31.3.08


	% at 31.3.08
	Notes/ Turnover

	C,H & SC 

Supp. Tenancies
	80% min. level 2 by 2008
	147
	107
	73%
	147
	100%
	15-20 per year across whole of supported tenancies

	PCT 

Supp. Tenancies
	80% min. level 2 by 2008
	102
	59
	58%
	102
	100%
	“                 “                  “       

	Ass. Managers /Managers – Supp. Tenancies.

C,H & SC
	Management Qualification (not specified)
	9
	3
	30%
	7
	78%
	Less than 1% turnover

	Ass. Managers – Supp. Tenancies

PCT
	Management Qualification (not specified)
	8
	0 
	0%
	0 
	0%
	All qual. nurses but no man. qualification.

Will register in 07/08 – will complete 08/09

	C,H & SC

Day Services
	80% min. level 2 by 2008
	85
	73
	86%
	85
	100%
	1% turnover per year

	C,H & SC Day Services DCO.’s
	80% min. level 2 by 2008
	23
	22
	96%
	-
	96%
	Staff have been qualified to Level 3

	Residential Manager/ Day Centre Managers
	Manag. qual. by 2008 (specified/ recommended)
	17 

(Managers/Assistant managers)
	4
	24%
	9
	53%
	2% turnover per year

Remaining 8 will be registered 

07/08 – complete 08/09

1 of these requires double qualifying.


5. Mental Health Services- Accommodation and Day Services

	Type of Staff
	Target 
	No:s Staff

In service
	No: at 31.3.07
	% at 31.3.07
	No: at 31.3.08


	% at 31.3.08
	Notes

	Care staff
	80% by 2008
	49
	39
	80%
	10
	100%
	Turnover about 6%

Last 10 to commence in September ’07 – will complete just after March ‘08

	Residential Managers
	To hold Residential Managers Award
	2
	2
	100%
	2
	100%
	


EQUALITY AND DIVERSITY TEAM

Diversity Staff Groups
· The Diversity Staff Groups are progressing well. Each has appointed chairs and has established a work plan for the coming year. Representatives from the Groups are now attending the Equal Opportunities Forum.
Corporate Accessible Information Group

· The Corporate Accessible Information Group has met with Martin Vickers, who is working with them to provide vital technology to help disabled people feel more included in meetings and minutes, to understand and support a variety of communication methods. Changes are being made as a result of the influence of this group.

Equality Impact Assessments

· Action plans have been produced by all directorates of priority Equality Impact Assessments which are scheduled to be completed by March 2008.  Directorates are making progress in screening their policies and procedures. One day Equality Impact Assessment training course have been undertaken by managers and officers across the council. 
Disability and Attendance Management Training 

· Thirty members of the HR department, covering all levels across the Division attended an innovative and interactive training session which challenged perceptions of disability and how that can negatively impact on a disabled person within the workforce. This session was followed up by the Disability Employment Adviser from Job Centre Plus attending an HR Team Leaders meeting.  Specific training has now been arranged for managers in the form of a one day workshop, with a focus on employer’s legal duties, including the requirement to make reasonable adjustments for staff with a disability.

Gender Equality Scheme

· The council’s Gender Equality Scheme (GES) was published on 30th April 2007 to comply with legal requirements.  The information contained within the Scheme demonstrates the work which has been undertaken across the council to provide services appropriate to the needs of the people of Salford as well as identifying areas for improvement through action plans.  

Race Equality Scheme – Annual Report

· The Annual Report for the Race Equality Scheme is being collated and published by 31st May 2007 to comply with legal requirements.

Policy Reviews

· The Maternity Guide has been reviewed and updated in line with legal changes.

· A new Substance Misuse at Work Policy has been produced and was implemented on 1st April 2007.  It replaces the Drugs and Alcohol at Work policy.

Springboard

· Twenty four women enrolled on the Springboard Women’s Development Programme which started in February 2007.  This is the second programme of 2006/7. The final session will take place in mid May. There is a waiting list for further courses.

Diversity Leaders 

· There are now One hundred and thirty Diversity Leaders in the council.  A section on the intranet has been created for Diversity Leaders, including a resource library and a discussion forum to exchange views and share ideas.  Additionally, information is also shared through meetings and training sessions.  The next meeting is scheduled to take place in June.  

Reporting of Hate incidents

· The processes and systems for the collation of council information in respect of BVPIs 174 and 175, which concern racist incident reporting and action taken, are being reviewed.  A pilot project is underway within the Children’s Services Directorate, involving the use of an on-line web-based system which will allow children and young people as well as teaching and Directorate staff to report racial incidents, as part of a national pilot scheme. A steering group consisting of primary and high schools, a residential unit, the youth service and Barton Moss is also being set up. A  Pupil Referral unit is also involved to ensure that they also have some input into the pilot project.  It is envisaged that longer term these systems can be adapted and used across the council to cover all types of hate incident.

Clerical and Admin Pool

· By the end of March 2007 a total of eighty seven vacancies have been received, seventy five of which had been filled.  Sixty of the successful candidates are Salford residents.  Sixty three of the new starters are female.  Of all starters 9% have been from ethnic minority groups. 
· A review of the Clerical and Admin Pool has been undertaken, including a Customer Satisfaction Survey.  In general feedback was positive and adjustments have been made to respond to issues raised.
Salford City Council Young Ambassadors

· There are now 20 Young Ambassadors who have worked in partnership with two schools since January 2007. The Albion High School ran a mock interview workshop where four ambassadors participated with ‘interviewing’ year eleven pupils alongside other employers in the city. 

· Ten ambassadors ran several sessions at Hope High School as part of their Super Learning Day. The evaluation of questionnaires is complete, seventy three pupils attended in total. As a result, twenty four young people now wish to work for the Authority. Forty seven pupils would like to have a work experience placement, fourteen of which have a specific area of interest that they would like to pursue.

Supported Employment

· The council continues to work in partnership with IAS JobShop to deliver a supported employment programme for disabled candidates who wish to work for the Authority. So far it has secured positions for four people. The target is 6 by the end of June. Three people have traditional interviews in May and two people are due to commence working interviews also in May. The pilot scheme offers support advice and guidance to candidates and managers. 
Salford Direct Recruitment Open Day

· Held in February at the Call Centre in Eccles, the session provided comprehensive information, a tour and question and answer sessions to over one hundred and sixty people seeking employment and specifically targeted candidates from LPSA groups. The aim was to provide a cost effective approach to local recruitment needs and was a huge success and a number of posts were recruited to. 

Extended Work Experience

· Five pupils in year ten from local schools are undertaking extended work experience placements in the Council. Four are working within the parks within Environment and there is one placement at Broughton Baths.

OCCUPATIONAL HEALTH & SAFETY TEAM
Improvement Plan for Health and Safety – APRIL 2007

· The out-stationed Safety Teams are currently on target to meet our programme of premises inspection visits during 2007.

· Major new legislation on construction, design and management came into force in April 2007 .Priority has been given to supporting the implementation of robust systems within the partnering functions of the council. 

· Resources have been deployed to deal with the stock options programme as a service priority for 2007. 

· Neville Ramsbottom retired on May 17th 2007 and his post is not being replaced. A significant amount of work has now been completed to transfer his asbestos role over to Urban Vision. This has included new arrangements for asbestos surveying; asbestos risk assessments; asbestos record keeping; emergency responses; contractor management etc. Natasha Davies (Kettle) has been appointed as Senior Safety Officer to Salix Homes. 

· In the light of these staff changes a review of the structure and priorities of the Health and Safety team is being undertaken urgently. In the light of the current vacancy current workload demands are being managed on a priorities basis. 

Occupational Health 

· 2500 flu vaccines have been ordered for the 2007/2008 flu season and arrangements are in hand to programme vaccination sessions for October/November 2007. 

· We are currently implementing the OH service review and our resources are being deployed to target sickness absence, HAVS; Stress and recruitment into the Council’s service. 

· The post of Senior Occupational Health Nurse/Team Leader has been recruited and the new post holder will be Johanna Wild who will start in July 2007. The service currently using agency staff and locum staff to meet current workload demands.

· Waiting times for accessing the service are currently 5 weeks for the Occupational Health Nurse. 

· An invest-to-save bid has been agreed and the Eclipse Document Management system is being implemented over the next few months to improve the efficiency of the unit. 

ORGANISATIONAL DEVELOPMENT TEAM
Updates - April 2007

	PROGRAMME:
Equality and Diversity Training


	TARGET AUDIENCE:
All employees 




	OBJECTIVES:

To ensure that all employees are trained to meet the requirements of the Race Relations (Amendment) Act 2000 and carry out specific roles in relation to equality and diversity as required.

Partners:  

· Equlibra

· Trinity Development


	QUANTITATIVE RESULTS: 2006/7
Approximately 1000 staff attended one or more of the following courses;

Equality and Diversity Awareness

Equality and Diversity Management

Equality and Diversity Customer Service

Diversity Leaders

Equality Impact Assessments


	QUALITATIVE RESULTS:

The programme to ensure that all staff have had at least a minimum level of training has continued. In addition those officers undertaking special responsibilities (such as Diversity Leaders and Equality Impact Assessments) are having specialist training to support them in their roles.

I particular this has enabled the Council to progressing meeting its statutory responsibilities and targets.


	FUTURE PLANS:

The emphasis on training in the first half of 2007/8 will focus on disability, in particular the role of managers of disabled staff. This will ensure that the council meets its legal requirements to make reasonable adjustments, thus mitigating risk and ensuring that we have a positive image as an employer.


	ISSUES:

Attendance at a number of courses has been poor. A review of the quality of programmes has identified high levels of satisfaction rates from attendees, therefore it is concluded that this training is often not given sufficient importance within the organisation. This issue will have to be addressed as it means that courses are not achieving value for money.


	RESPONSIBLE OFFICER: David Horsler


	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- 5

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 – 5        

Chief Executive

18

Children’s Services

34

Community Health & Social Care

31

Customer & Support Services

39

Environment

12

Housing & Planning

11

Salford Community Leisure

2

Urban Vision

2

Total

149

Cohort 6

Directorate

Number of Managers nominated for Cohort 6

Chief Executive

4

Children’s Services

7

Customer & Support Services

14

Environment

1

Housing & Planning

5

Community Health & Social Care

10                            

Salford Community Leisure

1

Total

42

The diagnostic phase for Cohort 6 is due to commence on 4th May 2007 with an introductory session for potential participants and their line managers.

Following this briefing, managers will be asked to confirm if they wish to proceed with the programme and the available 36 places will be allocated accordingly.

The diagnostic process which includes a 360 appraisal, psychometric tests and attendance at a development centre will take place from mid May to mid July followed by individual feedback sessions during August.

The Manchester Business School programme is scheduled to run from September to December 2007.

NVQ 4/5

12 managers had their portfolios successfully verified at the end of January for the NVQ Level 5 in Management and their certificates were presented to them on 17th April by Debbie Reid from McKechnies. Photographs from the presentation ceremony will be available on the intranet shortly.

There are 11 managers who are currently working towards the qualification and they are making good progress in achieving units by the agreed target dates and are on track for completing by early 2008.

The 31 participants from Cohort 5 will shortly be contacted to gauge interest in running a future cohort for the NVQ.

To meet the requirements of Standing Orders there will be a re-tendering of the NVQ provider over the summer.


	QUALITATIVE RESULTS: 

Transform Network

People who have attended Transform IN Salford and it’s ‘sister’ AGMA programme are invited to become part of a Transform Network to encourage further development and support change in the council.

The network currently has 87 members and further managers will be invited to join as they commence the Transform programme.

A Performance Management Workshop took place on 22nd February for Transform Network members. 29 attended. There are plans for a further programme of events in conjunction with Manchester Business School.




	FUTURE PLANS:

It is envisaged that the next cohort of the programme will run in the 2008/9 financial year, subject to funds being available.




	RESPONSIBLE OFFICER:

Lisa Edwards




	PROGRAMME:
E-Induction  


	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:  Learning Pool, Ivy Learning Software (third party utility)


	QUANTITATIVE RESULTS:

Directorate

No of Users Accessing the Module

No of Users Completing the Module

Chief Exec

5

5

Children’s Services 

4

2

Comm Health & Social Care

14

12

Customer & Support Services

9

6

Environmental Services

1

0

Housing & Planning 

7

7

Urban Vision

0

0

TOTAL UPTAKE

40
32
Total Usage – October to December 06



	These figures compare poorly with the total number of new starters in the same period and indicates that less than 10% of new starters use the induction programme.




	FUTURE PLANS:

· A new corporate induction programme is being created which would enable new employees to meet Chief Officers and receive relevant induction information from a cross-section of City Council personnel. 

· The new corporate induction programme would also link into the e-learning induction module – eg. directing people towards this, to ensure that all new (and existing) staff are aware of the e-learning training opportunities open to them.




	ISSUES:

· There are a number of induction processes and materials available across the Council which causes confusion and contributes to a lack of take up for this critical programme. We are working with ITC and the Director of Change to establish an easy to access single model.




	RESPONSIBLE OFFICER:

Andrea McCusker 

HR Officer (Organisational Development Team)

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



	PROGRAMME:
Short courses to support the authority's competency frameworks


	TARGET AUDIENCE:

All staff


	OBJECTIVES:

To ensure that staff have the appropriate skills and knowledge, and display the appropriate behaviours identified in the authority's managerial and non managerial competency frameworks


	QUANTITATIVE RESULTS:

Since recruiting to the post of Training Officer in February 2006, the Organisational Development Team have designed a range of in-house short courses to support Salford's competency framework. The courses have proved to be very popular over the last 12 months, particularly since the introduction of the new Appraisal process. Tabled below are details of courses which have taken place since January 2008, along with planned courses for the coming months (based on demand).

Courses run from 1st January - 30th April 2007

Course title

Number of courses

Analytical Skills

1

Appraisal Process

3

Appraisal Skills

1

Conflict Handling

1

Creativity & Innovation

1

Influencing Skills

1

Interpersonal Skills

1

Making Effective Presentations

1

Problem Solving & Decision Making

1

Courses planned from 1st May - 30th September 2007

Course title

Number of courses

Analytical Skills

1

Appraisal Process

3

Appraisal Skills

2

Assertiveness

3

Attending & Participating in Meetings

1

Business Writing

2

Creativity & Innovation

1

Conflict Handling

3

Customer Service

1

Face to Face Communication

2

Influencing Skills

1

Interpersonal Skills

1

Making Effective Presentations

3

Problem Solving & Decision Making

1

Report Writing

2

Team Working

2

Telephony Skills

2

Time Management

2

In addition to planned courses, there are also a number of waiting lists for further courses shown in the table below.

Number of people on the waiting lists

Course title

Number of delegates waiting

Assertiveness

14

Appraisal Process

21

Appraisal Skills

20

Attending & Participating in Meetings

3

Conflict Handling

9

Creativity & Innovation

1

Face to Face Communication

1

Influencing Skills

20

Interpersonal Skills

1

Making Effective Presentation

9

Problem Solving & Decision Making

12

Report Writing

2

Team Writing

1

Time Management

6




	QUALITATIVE RESULTS:

Evaluation sheets for courses are all very positive, reflected in the demand for further courses. The Organisational Development Team are currently developing an evaluation process for corporate training events. 




	FUTURE PLANS: 

The Training Officer works almost full time on the design and delivery of the above courses, in addition to delivering the majority of modules on the First Line Manager programme. 

As a result, the team are currently in the process of recruiting a second Training Officer to help address the demand for places (demonstrated above). It is hoped that this officer will be in post some time in July 2007.




	ISSUES:

There are increasing difficulties in securing suitable venues to run short courses as there is no dedicated corporate training facility within the council. Broadwalk Training Centre is the venue of choice but is becoming increasingly full. This inevitably means an increase cost per course.

Having secured places on such courses, some officers are cancelling places at short notice/ not giving notice. This means that places are unused and therefore waiting lists remain for longer than necessary.




	RESPONSIBLE OFFICER:

Karen Darlington


	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:  

· Learning Pool (approx 40 courses)

· Ivy Learning (approx 80 courses)

· SCILs (independent sector courses for CHSC directorate only)




	QUANTITATIVE RESULTS:

Jan- April 2006

Directorate/Partner in Salford

Active Users

Courses Accessed

Average Courses per User

Duration of Use (hh.mm)

Chief Exec

10

63

6.3

16.50

Children’s Services

20

83

4.2

45.36

CHSC

149

514

3.4

232.45

Customer & Support Services

97

237

2.4

102.50

Environmental Services

19

68

3.6

24.57

Housing & Planning

25

114

4.6

59.48

New Prospect Housing

0

0

0

0

Salford Community Leisure

1

14

14

2.41

Urban Vision

6

18

3

13.32

TOTALS

327
1111
3.4

496.59



	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 with partner agencies/ organisations.

· To look at how e-learning can be exploited for the benefit of both the City Council and learners – eg. use as pre-course work, blended learning, dip-in-dip-out learning, ‘just-in-time’ learning, refresher training etc

· Currently a review of e-learning is taking place involving HR and ITC to establish; 

· preferred platforms

· capacity to create priority courses

· access for all employees

 


	ISSUES:

e-learning  capacity has been developed separately in a number of different areas. We now have sufficient understanding of the issues related to e-learning to establish a single approach, choosing the best platforms and materials and expanding the access across all employees. The current review will bring forward comprehensive proposals to establish e-learning as a central aspect of all training plans.


	RESPONSIBLE OFFICER:

Andrea McCusker – HR Officer (Organisational Development Team)

0161-793 3528

andrea.mccusker@salford.gov.uk


	PROGRAMME:  
ILM Introductory Skills In First Line Management


	TARGET AUDIENCE: 
First Line Managers/supervisors/aspiring managers


	OBJECTIVES:  

To give the necessary information to enable the managers/team leaders/supervisors and aspiring 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:  

Jan-April 2007 

Directorate

Number

Chief Executive

2

Community Health & Social Care

9

Customer & Support Services

10

Children’s Services

9

Environmental Services

4

Housing & Planning

9

Urban Vision

3

TOTAL

46



	QUALITATIVE RESULTS 

During Jan-April 07 FLM programme 48 people commenced the course.

· 46 delegates have completed the course – awaiting confirmation of results from ILM (due early May 07)

· 2 delegates withdrew from the programme due to sickness


	FUTURE PLANS

· The FLM programme has recently been evaluated and as the number awaiting this course far exceeded the number of places available, investigations were carried out into other appropriate training to meet the needs of people on the waiting list.

· Two new programmes will therefore commence for 2007-08:

· Level 2 NVQ in Team Leading – target audience:  team leaders/ supervisors or aspiring managers – course to be provided by outside college.  This will be a 12 week training programme comprising of workshops and individual tutorial assessment sessions.

· Level 3 ILM in First Line Manager – target audience:  managers with current responsibility for staff – course to be provided by in-house Training  Officers.  This will be a 6 week programme (1 day per week)

The Level 2 NVQ in Team Leading will commence in May 2007 (12 weeks), with a further course taking place in September 2007 - (September is provisional date pending evaluation of pilot programme).

The Level 3 ILM First Line Manager course will commence in September 07 (provisional date) and run for 6 weeks.  Pending evaluation, further dates will be arranged for 2008.




	ISSUES:   

The new formats will ensure that experienced first line managers an new/aspiring managers are able to access learning that better fits their needs and experience. The retention of a qualification outcome in both respects will ensure the continuing validity of the training in future careers and workforce plans.

It is important that we are able to effectively describe and recruit to both streams.


	RESPONSIBLE OFFICER:   

Andrea McCusker 

HR Officer (Organisational Development Team)

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



	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:

Following the success of Test the Directorate in Children's Services last November evaluation has taken place and further activity has been arranged. See Appendix 1

In addition, the Environment Directorate have recently launched an NVQ Level 2 programme within the Street Cleansing Service. To date there have been 15 expressions on interest from staff who would like to complete the qualification, delivered by Myerscough College.


	QUALITATIVE RESULTS:

North West Employers (NWEO), following consultation with local authorities in the region, has identified Skills for Life as one of its nine regional initiatives. The aim is to ensure that every authority has a Skills for Life Strategy and a commitment to implementing it. To assist the process NWEO and regional partners launched the "GO Local Government Award." It is an award scheme to recognise those authorities who have effectively implemented a skills for life strategy. The launch took place in November 2006, and was attended by representatives from Human Resources and the Trade Unions. Subsequently the first GO Award Network meeting took place in March 07, again attended by both staff from human resources and the trade unions. The aim of the network is for members to explore and share experiences and issues, and to gather information and resources to help develop their Authority's approach to the Get On Award North West.


	FUTURE PLANS:

The Principal HR Advisor - Organisational Development and a Union Learner Representative from Unison are meeting with an associate from NWEO on 4th May 2007 to discuss the GO Award and the implications for Salford. The authority will continue to be represented at future network meetings.

Adult Learners Week is taking place from 21st-25th May 2007. The Skills for Life Project Worker has arranged a variety of taster sessions (see draft at Appendix 2) which will run for Environment staff. In addition numerous Skills Check sessions will be taking place across the city for staff across all Directorates. Adult Learners Week and the related activities will be publicised via the intranet, email and a poster campaign.

Funding is available until the end of July for key staff to complete the City & Guilds 9297 award. This is a Level 2 award in Adult Learner Support and is aimed at those who promote access to learning. The qualification forms part of the criteria for the achievement of the GO Award. Details are being circulated amongst appropriate staff to generate interest.




	ISSUES:

The Head of Human Resources and the Chief Executive are currently working with the trade unions to develop an overall strategy for Skills for Life within the lifelong learning ambitions of the Council. This will include an agreement on the role of the respective interests and an protocol for continued joint working.




	RESPONSIBLE OFFICER:  Karen Darlington


Appendix 1

Feedback from Test the Directorate

· 2 pilot courses (literacy and numeracy) have now been completed in Children's Services
· Each course consisted of 3, three-hour sessions run over 3 weeks and included a final assessment of the National Test at either level 1 or 2
· 4 attended literacy course
· 5 attended numeracy course
· The pilot courses were run by Eccles College but delivered in house at  Innovation House and Minerva House
· Attendance was 100%
· Results for the literacy and numeracy were 100% success
· Evaluations completed by tutor and attendees
· All enjoyed the course a lot
· Everyone would recommend the course to others
· Increased confidence was reported for the literacy students in doing paperwork, tackling something new, dealing with problems and doing more training
· Numeracy students reported increased confidence in doing maths for work (statistics and petty cash), tackling something new and taking on new training
· All course attendees felt that the course showed SCC were supporting their development and made them feel more positive towards their employer
· Areas where they would like to see improvements were venues (had to have a change of venue part way through both courses) and longer courses, particularly with the numeracy, to allow for more skills development
· As a result of this we are putting together a list of available rooms throughout the city suitable for staff training and will look at issues such as car parking, accessibility etc
· We are also looking at different course lengths, which will hopefully allow more skills development for those needing more than a short brush up
Continuing Provision

· A programme of courses including 9 hour and 30 hour Move-On, both literacy and numeracy, is planned to run through to the summer.
· A programme of short courses of 2 hours on a range of literacy and numeracy topics is also being developed.
· Initially these courses will be offered to Children's Services staff (we have a number of contacts from the original skill checks plus individuals who have heard of the courses through word of mouth)
· Courses will be advertised through email, intranet, meeting with managers and staff groups and a newsletter
· Skill check sessions will be held regularly and staff will be able to access the skills check on the intranet and self-refer
Studies Skills Module

· It has been identified that a number of staff undertaking various courses of study (for example youth workers doing NVQ level 3) may need additional study skills support
· A pilot course has been developed and delivered to 18 part-time youth workers, 13 of who have asked for additional literacy support. We are working with the youth service to arrange this
· A second group of volunteer youth workers has been identified and a pilot of awareness raising, skills checking and study skills support is being developed and will be delivered shortly
· Once these modules have been evaluated they will be offered to other staff groups returning to study
Other Directorates

· Other line managers have requested information about delivering SfL support to specific groups of workers. These leads will be followed up and provision piloted when appropriate.
Appendix 2      Adult Learners Week

	Taster Course

Environmental Services (DRAFT)
	Description
	What Next

	Spelling Tips
	Tips and strategies to help you become a better speller
	Get-on literacy

Brush up your skills course

	Punctuation Tips
	Need to brush up on the rules of punctuation, not sure about your full stops, semi colons and commas. Then a short course to brush up on the rules
	Get-on literacy

Brush up your skills course

	Computers don't Byte
	For the complete beginner, learn how to follow simple instructions from switching a computer on to using it for simple tasks like writing a letter
	Computers and English Course

5 week computers don't byte

Get-on

Brush up your skills course

	Digital photography
	Got a digital camera but not sure how to use it? This short course will show you how to get your pictures onto the computer and print them out
	Computers and English Course

Get-on

Brush up your skills course

	Study skills
	Are you currently on a course or thinking about starting one? Need a little help with planning, writing and checking your assignments? This will give you an introduction into the skills you need to tackle your studies with confidence.
	Study skills course

Brush up your skills course

Get-on

	Pre NVQ or returning to

Learning after a long break
	Thinking about doing an NVQ or other course at work? Worried that your skills may be a little rusty and would like a chance to brush up before you start? This course will help you identify your strengths and weaknesses, and take some of the fear out of the unknown
	Get-on numeracy

Brush up your skills course

	Understanding your wage slip
	How do they work out all those deductions, what does a 2p reduction in income tax mean to you? What would a 1.1% rise mean? A look at the maths behind your payslip
	Get-on numeracy

Brush up your skills course

	Muddled with metric
	Do you know how tall you are in metres? How many km to Liverpool? What about the weight of a litre in grams or even the correct dilutions of cleaning fluid if the instructions are in litres? This course will give you a good introduction to the metric system and boost your confidence in using it in everyday and work situations.
	Get-on numeracy

Brush up your skills course


SERVICE PLAN 2007/8
Balanced Score Card and PMF

· The Service plan for the current year has now been finalised (see the following chart).

· It is structured to support the corporate and Directorate Balanced Scorecards and the Cabinet Work Plan.

· PMF is now being populated to include the main elements of the work for the division which is concurrently being cascaded into team and individual work plans via the appraisal process.

Key themes/activities for HR in the next 12 months will include:
· Health and Wellbeing

· Strategic Training

· Regional/Sub Regional Leadership

· Supporting Workforce Planning

· Pay & Grading

· Preparation for the new Equality & Diversity Agenda

· Supporting the Change Agenda

· HR Support for managers 
· Improving HR service delivery
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