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Summary: The authority will be re-assessed for the Investors in People (IiP) National Standard in June 2004.

At our last assessment in June 2003, although we were successful, several areas for improvement were identified, and the Council was allowed twelve months to put things right. An Action Plan was then drawn up to guide us through this process. It is overseen by officers of the Strategic Staff Development Group (SSDG) and is to be monitored by Elected Members on the Corporate Resources Overview and Scrutiny Committee (CROS).

Recommendations: That Members monitor progress with the IiP Action Plan in order to be assured that the authority will be ready for re-assessment in June 2004.

Contact Officer:
David Williams
Ext:
 7082

Note: in accordance with section 100d of the Local Government (Access to Information) Act 1985 the report has been prepared in part from the following papers: none
 

1 Introduction
1.1 
The Council first achieved the IiP award in July 2000.

We were reassessed in June 2003 and although we were successful several areas for improvement were identified, and the Council was allowed twelve months in order to address these improvements.

An Action Plan was then drawn up to guide us through this process that was approved by the Portfolio Holder for Corporate Resources.

1.2      IiP is a National Standard and as such is both difficult to attain and to retain. Although we face the potential embarrassment that would inevitably accompany a public organisation that failed in its reassessment, there is a far more important benefit to be gained from our successful retention of the Standard. In that it will demonstrate that we have policies and practices in place for the development of our staff and Members that meet exacting national criteria, and is clearly something of which we should be proud.

1.3      IiP exists to help organisations to develop their people in line with the needs of individuals, teams and the organisation.  It lays down a set of criteria under four principles: commitment; planning; action and evaluation. All criteria need to be met in order to achieve the Standard. What is perhaps unique about local government is that we can be assessed against what we do for Members as well as for employees.

1.4      Although success with IiP reassessment will endorse our current arrangements we are not complacent. We recognise that in order for the Council to achieve it’s Corporate Plan we must continually invest in the knowledge and skills of our people, and do so in a way that ensures ‘pay-back’ for the authority. Embracing IiP means that not only were we presented initially with a model approach on which to build up our practices, it also benefits us subsequently through the feedback we receive from the re-assessment exercise. This approach both promotes and enables continuous improvement. 

1.5      Many of the changes that were recommended last June by the IiP Assessor were ones that the SSDG had already identified we needed to undertake. Not only should this reassure us that our people and organisational planning to accommodate change and the needs of the Corporate Plan has been accurate, through involvement with IiP we also receive practical help in putting improvements in place.

1.6      Progress with this Action Plan has been discussed with the Portfolio Holder.

2 Progress against the Action Plan
2.1      As can be seen, there has been substantial progress and most of our targets in the plan have now been met. I believe that the authority will be ready for reassessment in June.

2.2      A copy of the original action plan is shown as Appendix 1 with the final column  added to describe the progress achieved.

3.     Recommendation
That Members monitor progress with the IiP Action Plan in order to be assured that the authority will be ready for re-assessment in June 2004.

IiP Action Plan

Outcome(s) Required

By June 2004*
Position at June 2003 
Action Required to achieve outcomes
Responsibility 
Milestone
Progress at 01/03/04

People can confirm that the specific strategies and actions described by top management and managers take place (IiP indicator 1.3).
A significant number of people did not confirm that the specific strategies and actions described by top management and managers take place.


1. MSES Business Plan endorsed

2. An inclusive and coherent People Strategy produced and formally consulted upon

3. Approval of People Strategy and launch with underpinning communications

4. Prioritisation exercise with Members to reduce workloads of managers and so help become less task-focussed. Greater delegation, along with empowerment of line managers to follow

5. New Dignity and Respect Policy introduced, to be underpinned by mandatory training for all staff. Will emphasise value of people.
D Williams

J Cross

D Williams

C Taylor

P Stybelski

BU Heads

J Cross

D Williams
EMG 07/03

CJC 03/04

Council 04/04 

09/03

start 09/03

EMG 08/03

start 09/03
(
in progress, re-scheduled to go before Council in May.

re-scheduled for May

has been delayed, but will go to Council ahead of re-assessment.

in progress, but how do we check? Staff survey?

( new Policy in place. 

( all staff from 3 BUs will have been trained during this year with the remainder scheduled over next 2 years

People believe that their contribution to the organisation is recognised. (3.2).


A significant number of people did not believe that their contribution to the organisation is recognised.


6. Dignity and Respect Policy

7. Introduction of appraisal, following full consultation, to replace PDI

8. Actions of managers, supported by re-launch of TIR

9. Planned recognition activities e.g. Award ceremonies; active Members involvement; articles in Focus magazine.


J Cross

D Williams

D Williams

D Williams
08/03

CJC 08/03

EMG 10/03

start 10/03

ongoing
(
( appraisal scheme in place and all staff being appraised. 

TIR to be re-emphasised during March 04.

( two civic ceremonies held and communicated, with more planned. ‘Focus’ features staff regularly.

People receive appropriate and constructive feedback on a timely a regular basis (3.3).
A significant number of people did not believe that they received appropriate and constructive feedback on a timely and regular basis.


10. Introduction of appraisal

11. Empowered supervisors and first-line managers

12. Inter-personal skills training mandatory for all managers within new mandatory Management Development Programme (MDP).
D Williams

D Williams

L Mattinson

D Williams
10/03

ongoing

10/03

10/03
(
in progress (e.g. first line managers are now appraising staff) but how do we check impact? Staff survey?

( MDP in place with 83% of managers having engaged this year. Contains mandatory skills training -taken up by 33% of managers so far

The organisation has a plan with clear aims and objectives (5.1).
The processes of completing team and individual plans had not been completed.
13. All Business Plans completed

14. All Team Plans completed

15. Shared with staff in TIRs 

16. PDP introduced for all staff within new appraisal scheme

17. People-planning included in a revised Business Plan pro- forma, aligned with move to 3 year Business and Financial planning.
BU Heads

BU Heads

BU Heads

D Williams

D Williams/K Hook/A Brown
07/03

07/03

10/03

starts 10/03

03/04


(
(
TIRs are scheduled for this spring

( PDP is part of scheme document. Executive Directors will monitor.

( new pro-forma in place. 

Longer term planning in progress.

People understand what their development activities should achieve, both for them and the organisation (6.2).


A significant number of people did not understand what their development activities should achieve, both for them and the organisation. 


18. New ‘CTU’ schedule of Corporate Training designed to underpin ‘business’ objectives - issued to all staff & Members

19. Health & Safety training reviewed

20. New Training Records System providing devolved as well as central control, and statistics

21. New Framework of Members Development

22. New appraisal scheme under-pinned at launch by formal Guidance on corporate goals

23.  Evaluation Framework – to be then located within a revised Staff Development Policy

24. New Study Leave Policy

25. Review of IT Training.
L Mattinson

A Majhi

L Mattinson/J Mattinson

L Mattinson

D Williams

D Williams

SSDG

D Williams

L Mattinson
10/03

07/03

12/03

11/03

10/03

09/03

03/04

10/03

09/03
( for 2003 – 04.

new schedule is currently under design for 2004 – 05

( will be reflected in new schedule of training.

in progress. New system to be installed this month.

( new framework agreed by Executive. New Members Development Programme under design.

partially done, although hindered by slow progress with prioritisation.

in progress, rescheduled for May

( Policy for Qualification Study is in place.

( will be reflected in new schedule of training.

The organisation makes sure managers have the knowledge and skills they need to develop their people (8.1).
The Council recognises that as a result of its recent organisational restructuring, a number of managers have moved from functional to general management positions without the benefit of appropriate training.
26. New MDP

27. Mandatory training for all appraisers

28. Council-wide review of manager role and capacity.
J Cross

L Mattinson

CMT
start 10/03

09/03

03/04
(
( all appraisers trained.

not implemented - selective work undertaken instead (e.g. CTS)

The organisation makes sure managers have the knowledge and skills they need to develop their people (8.2).


Some managers gave the development of people a very high priority as demonstrated by the effective use of PDIs, TIRs, coaching, development of team plans, revision of job roles etc. Others appeared to treat these activities as a formality or give them a very low priority.
29. Senior staff Away Day

30. New MDP

31. New Senior Staff Programme

32. New Probationary Managers Programme

33. People Strategy

34. Managers appraised as to how well they appraise

35. Senior Managers PRP scheme will reward success in this
CMT

J Cross

D Williams

D Williams

J Cross

D Williams

D Williams
07/03

10/03

10/03

11/03

03/04

10/03

08/03
( held

(
( new Senior Manager Programme in place

deferred until 2004 – 05.

in progress, rescheduled for May

Executive Directors will monitor.

( PRP scheme in place

People can describe how their managers are effective in supporting their development (8.5).
Whilst many people felt that their line manager was effective in supporting their development, an equal number did not.
36. New MDP

37. New appraisal scheme.
J Cross

D Williams
10/03

10/03
(
(

The organisation can show that people learn and develop effectively (9.2).
There was insufficient evidence to show that almost all people learn and develop effectively.
38. Evaluation Framework

39. Staff Survey
SSDG

K Hook/D Williams
09/03

03/04 -

 ongoing 
in progress, re-scheduled for May.

Deferred until later in 2004

People understand why they have undertaken development activities and what they are expected to do as a result (9.3).
A significant number of people did not understand why they had undertaken development activities and what they were expected to do as a result.
40. Training/briefing for all staff to underpin appraisal

41. Review of corporate induction

42. Evaluation Framework

43. Guidance issued to accompany launch of annual appraisal round

44. Corporate Development Programmes designed to underpin Council objectives.
D Williams

L Mattinson

SSDG

D Williams

SSDG
start 10/03

10/03

09/03

start 10/03

start 10/03
(
in progress, rescheduled for May

in progress, rescheduled for May

(
( new approach to Corporate Training announced to coincide with appraisal launch

*the appropriate indicator from the IiP Standard is provided in brackets
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