MEMBER TRAINING AND DEVELOPMENT - ISSUES FOR DISCUSSION

	1
	The Role of the Cabinet Work Group 



	1.1
	In previous years the Members’ Training Steering Group operated as an essential mechanism for engaging with representative Members to ensure ownership and direction for training and development.

The Cabinet Working Group on HR Strategy has now adopted this role. 



	1.2
	It is proposed that the Working Group consider issues relating to Member training and development at each meeting and that a standardised annual process is established; For example;

· Arrangements for annual training needs analysis (see below)

· Agree an annual training programme

· Review of annual programme.

· Arrangements for induction of new Members.

Also The following issues need early attention by the Group;

· Best-fit arrangements for training events.

· Attendance.

· ‘Competence’ models (see below).

· Resources and budget.



	2
	Competence Models



	
	Currently Members in Salford have a series of ‘role definitions’ that relate to their various activities (e.g. Lead Member, community representative etc.). These do not form a regular reference point for Members and therefore their value as a basis for determining development needs is limited.

More recently there have been a number of attempts, nationally and regionally, to define ‘competences’ for Members. The Improvement and Development Agency and the Welsh Local Government Association have, for example, produced different models. ‘Competence’ provides a much more solid basis for determining deficits in skills and knowledge than ‘role definitions’. 

Consideration should be given to whether a competency model should be adopted in Salford and the implications of doing so. 



	3
	Training Needs Analysis



	3.1
	A comprehensive Training Needs Analysis has not take place for over 3 years and is an urgent need, both in terms of identifying particular skills needs and in ‘marketing’ training and development. 

Consideration needs to be given as to what the format of such an analysis should be (see above), what method should be adopted and also what the ‘outcome’ will be. 

It will be important to structure the Analysis to shape the identified needs to those that can be realistically addressed by the Council or can be met by individual study outside the training programme. 

Also Members will need to have the needs fed back to them in the form of a personal plan that they can continue to relate to. An earlier attempt at providing all members with a ‘personal development file’ was not effective in this respect.



	3.2
	Not all skill needs will be identified from such an Analysis – some will arise from improvement plans and changes taking place in the Council, i.e. they will be organisationally-driven not individually-driven. 

We have already identified some of these needs; therefore completing the Training Needs Analysis is not a pre-requisite to establishing a training programme for the coming year.

For example in skills in the following areas are issues for all Members;

1) Scrutiny Skills. It is proposed that we continue with the training programme currently underway.

2) Community Leadership / Neighbourhood Management. A comprehensive training programme is supporting the development of Neighbourhood Management for officers, and it is proposed to offer a parallel programme for Members. ODPM funds have been secured to support this process. The relevant skills have been identified in Rowntree Trust research and form part of the Improvement and Development Agency’s ‘skill framework’.

3) Equality and Diversity. The Council is currently undertaking a major development programme in this respect for all employees. It is recommended that all Members also receive training.



	4
	Organisational Development Events



	
	The Members’ training and development programme could also include a programme of events seen as separate from but complementary to the sessions which focus on skills and knowledge issues and can be termed as ‘organisational development’ rather than ‘personal development’. In recent years the focus event in this respect has been the Residential Training Weekend.

Organisational development can be described as “a long term effort to improve the organisations visioning and problem solving”.

Therefore it is recommended that a rolling programme of events continue, which offers all Members, along with senior officers, the opportunity to reflect on key issues in an informal setting.

As appropriate, representatives of our partner organisations and others would be invited to attend and contribute.

The overall objective would be to support the strategic development of the Council and assist delivery of the Pledges and Cabinet Workplan themes.




