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Introduction

The LRIP Management Development Strand has co-ordinated  the production of this baseline report to capture where partners were starting from back in 2005 when LRIP was formed
Because of capacity issues in some areas the information is limited but is does highlight the following:

· Very limited use has been made of management competencies historically by any of the District Council partner 
· Some of the partner authorities have used competency based recruitment and selection but only for senior management posts and only where supported by external consultants/advisors
· Some partners are starting to use web-based recruitment methods
· No formal mentoring programmes are used to support staff development 

· All District Council partners have some form of (usually annual) systematic approach to determine training and development needs but not linked to competencies
· Management development activity has been going on in some partner authorities but in an adhoc way in most cases
This Baseline report has influenced the LRIP Management Development Strategy. A follow up exercise will be done at the end of 2006/7 to capture the current position and help evaluate the work of the LRIP

The Baseline report shows that there are approximately 32 CE/Directors, 135 Heads of Service and more than 60 Service Managers working across the partnership. 
The definition of titles and roles obviously varies between councils but the existence of LRIP and the focus on management development will help all of these managerial leaders develop skills to improve public services across Leicestershire and Rutland 
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	HBBC
	BDC
	NWL
	Melton
	Harborough
	Charnwood
	Oadby & Wigston

	Do you use management competencies?
	Not at present
	Not previously in any structured way  – although BDC has now adopted LRIP Mgt Competencies
	No
	No
	No
	No
	Yes – In recruitment

	Do you use a competency based job description? (If yes, could you provide an example) If no, would you consider using?


	No, but considering - Julie Carter is looking to develop over next 12 months
	No. Will be adapting JDs to include LRIP competencies in future for mgt posts
	No

Yes we would consider using
	No but we would consider using
	No
	No. We would consider using them in the future if it was appropriate.
	We are undertaking Job evaluation at present and this involves moving to competency based jobs descriptions

	Do you use competency based recruitment/assessment centres? (If yes could you provide the name of the supplier) If no, would you consider using?
	No
	Use assessment centres, which focus on skills and competencies from person specs but not previously linked to defined mgt competencies. Suppliers include IHM and D3
	No

Yes we would consider using
	NO; except for Corporate Director and Chief Exec Posts, provided by Tribal GWT and EMRLGA
	Yes for very senior posts
	No. We would only consider this if we started to use competency based job descriptions.
	Yes. Supplier is Informed Assessment


	
	HBBC
	BDC
	NWL
	Melton
	Harborough
	Charnwood
	Oadby & Wigston

	Do you use a competency based induction/probation process. If no, would you consider using?


	Once the competency based framework is in place for managers, will incorporate within recruitment and induction process
	No and would wish to use

	No

Yes we would consider using
	www.melton.gov.uk

www.meltononline.co.uk
	No
	No. We would only consider this if we started to use competency based job descriptions.
	No. Would consider

	
	
	
	
	
	
	
	

	Do you use web-based recruitment? If yes could you provide the web site/provider you use?

	No, but currently in discussions with Jobs Go Public to go online asap, once budget is approved
	Jobs advertised on council website which is linked to Jobsgopublic. Keen to be part of wider recruitment portal
	Yes Jobsgopublic
	We are considering a proposal by jobs go public regarding a Leicestershire jobs portal
	No
	We advertise on the Charnwood Internet and also on Jobsgopublic web site.
	Yes. Various packages in use

	Do you operate mentoring schemes? If no, would you consider using?
	No, would consider using yes
	No and would wish to use
	No
	Not for staff, but we do have a scheme for Elected Members. We would consider a staff-mentoring scheme.


	Would consider on occasion depending on costs.


	No. We would consider using this going forward
	Informally only - Some individuals in the organisation have mentoring arrangements – We want to formalise


	
	HBBC
	BDC
	NWL
	Melton
	Harborough
	Charnwood
	Oadby & Wigston

	Do you use a systematic approach to determining training needs and training programmes? Please provide brief details
	At present training needs are identified during the PDA, which is carried out annually. The needs are analysed for the whole organisation, discussed with the manager then fed into the training plan and the providers sourced
	Annual WDR process but not systematic
	Yes – Annual Performance Appraisal Review
	Clear framework for setting performance and training needs against corporate priorities as part of SPD
	Yes through appraisal and training plans
	Personal Development Reviews are conducted annually with all staff and part of the criteria looks at their training requirements.  


	Yes. We have an annual employee development process, which identifies training needs. These are then picked up in our corporate training strategy and courses are run throughout the year, which address the identified needs.

	What was said about Management Development within your Council at your last CPA review?
	Overall the Council needs to adopt a more strategic approach to people management, and there was a need to design and implement a middle manager development program
	
	
	
	Nothing
	No specific comments made in the review – some generic comments around improvements were made
	No specific mention of management development


	
	HBBC
	BDC
	NWL
	Melton
	Harborough
	Charnwood
	Oadby & Wigston

	
	
	
	
	
	
	
	

	What CPA rating did you get at your last review?
	Fair
	Fair
	Weak
	Fair
	Good
	Fair
	Fair

	
	
	
	
	
	
	
	

	Are any of your Management Development programmes accredited? If yes, who accredits them
	n/a
	No
	Yes – Stress awareness
	No
	
	Earlier in 2005 a First Line Manager Programme was offered to managers, however take up was low and no further programmes are planned. Three managers did complete all five modules and are awaiting their results from the ILM  


	No


Baseline Reports
	HBBC
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	Described the management style as open, encouraging and committed to team working, Approach to continuous improvement


	Need for improved member-officer relations, Budgetary problems, issues raised by District Audit report on democratic renewal, lack of broad ownership of council priorities.

	CPA
	Quality in service, achievement in improvement


	Ambition, prioritisation, focus, capacity, performance management, Investment, Learning, future plans

	Other reviews

(Please specify) e.g. DA, best value reviews
	N/A
	N/A


	BDC
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	-


	Create further opportunities for both Managers and staff to work on cross-cutting themes and encourage their untapped potential

(Recommendation 5 peer review)

Lack of organisational development approach to Human Resources 

(Preamble to Paragraph 36 – peer review)

Concerns of Managers about training and development. Little evidence of a strategic approach

(Paragraph 42 – peer review)



	CPA
	No issues identified under summary of theme scores


	No issues identified under summary of theme scores



	Other reviews

(Please specify) e.g. DA, best value reviews
	
	Establish a structured management development programme to build staff management capability

Explore the possibilities of entering into training partnerships with other Councils/public bodies for specific training programmes




	NWL
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	
	

	CPA
	360 degree Management Competence scheme.
	

	Other reviews

(Please specify) e.g. DA, best value reviews
	
	


	Melton
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	
	

	CPA
	
	

	Other reviews

(Please specify) e.g. DA, best value reviews
	
	


	Harborough
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	
	

	CPA
	
	

	Other reviews

(Please specify) e.g. DA, best value reviews
	
	


	Charnwood
	Good Practice (List)
	Areas for improvement (List)

	Peer Review
	
	

	CPA
	
	Training and development, although widely available to staff, managers and councillors are not yet fully linked to the council’s priorities, or fully evaluated.

The council now has a human resources strategy, the ‘performance through people’ strategy which has identified that managers need more support with managing sickness absence and employee relations

Some aspects of people management not yet embedded

Appraisal process not yet effective


	Oadby & Wigston
	Good Practice (List)
	Areas for improvement (List)

	Peer Review


	Staff told us of good training and development opportunities, closely linked to their annual appraisals, the employee development interviews.  A Corporate Training Plan is in place.  In addition the council is working in partnership with Harborough District Council to deliver joint equality and diversity training in the near future.

Staff told us they know how their work fits into the bigger picture through appraisal system known as Employee Development Interviews (EDIs), which link back to the council’s headline priorities, and are planned to take place on an annual basis.

Investors in People accreditation was first gained on a council-wide basis in 1996.  Whole council re-accreditation was achieved in 1999 and 2002.

The People Strategy for the council, which encompasses broad human resources issues, is in draft.  It is a well thought out document which sets out how the council will “develop and care for staff in order to harness their talent and potential to achieve the council’s vision and its stated priorities”, based on 4 strategic themes.  Some of these issues include recruitment and retention problems, as well as stating an ambition to be an employer of choice.
	Succession planning should be introduced into the emerging people strategy to prevent over reliance on a small number of key personnel



	CPA
	The council is generally good at sharing learning across the organisation. In service planning away days and regular team brief sessions, information is shared. This has resulted, for example, in effective ‘mainstreaming’ of community safety across all council services. The council encourages internal staff secondments between services and the informal sharing of ideas, and this is an important part of the culture..

95 The council encourages staff to develop and implement ideas to benefit local people. 

- Comprehensive performance assessment p23

96 The council seeks ideas and solutions from other councils and external bodies, and has implemented some improvements as a result. The council also shares its own good practice with other councils, for example in planning enforcement. 

97 The council actively learns from its own experience. Recycling collections have been piloted in limited areas and the experience used to inform the rollout in others. Learning from initiatives such as the regeneration master plan and dealing with anti-social behaviour, both in South Wigston, have been used to develop similar initiatives in other areas.

98 The council has a strong culture of consultation about delivering its services, and uses the views of residents to shape projects such as the Blaby Road skate park.


	The council has recognised that hard to reach groups have not been well represented in surveys. 

99 The lack of a well developed systematic approach to identifying knowledge and skills strengths and gaps, and capturing and sharing learning, across the whole organisation means the council is missing learning opportunities. The training and development strategy does not address this. There is no system to ensure that the knowledge of hired consultants, or expertise residing in one part of then organisation, such as in accessing external funds, is captured for the organisation and shared effectively across it.



	Other reviews

(Please specify) e.g. DA, best value reviews
	
	


Management Facts & Figures
	HBBC
	Titles
	Nos
	No. with management qualification (please specify)

	1st tier
	Chief Exec
	1
	1 



	2nd tier
	Chief Officer
	5
	3



	3rd tier
	Principal Officer
	20
	5




	BDC
	Titles
	Nos
	No. with management qualification (please specify)

	1st tier
	Chief Executive
	1
	

	2nd tier
	Strategic Director
	2
	1 (One)



	3rd tier
	Heads of Service

· Revenues & Benefits

· Financial Services Division

· Community & Neighbourhood Services
· Admin & Legal Services

· Housing 

· Performance & Organisational Development
· Planning & Development

· ICT Services


	8
	5 (Five)

Qualifications:

Local Government Top Management Certificate

Financial & Staff Management

Charnwood Manager’s Programme

NEBS Introductory Certificate to Management

Diploma in Management Studies

CIPD (People Management)

Post Graduate Management Studies



	4th tier
	Development Control Manager

Customer Services Manager

Env Health Services Co-ordinator

Principal Planning Policy Officer

Benefits Admin Officer

Senior Cashier

Legal Services Manager

Housing Options Team Leader

ICT Development Manager

Communications Manager

Env Health Operations Manager

Corporate Performance Manager

Democratic Services Manager

ICT Manager

Building Control Manager

Internal Audit Manager

Corporate Accountant

Community Development Manager

Revenues & Benefits Manager

Principal Assistant Planning Officer

Health & Facilities Dev. Manager


	21
	3 (three)

Management modules of professional courses – but no specific management qualification

Management Development Course

Action Centred Leadership


	NWL
	Titles
	Numbers
	MBA/ Degree
	NVQ/ONC/HNC/BTEC

	1st tier
	Chief Executive/Director
	1
	2
	0



	2nd tier
	Director
	3
	0
	1



	3rd tier
	Head of Service
	26
	0
	10



	4th tier
	Section Heads
	25
	1
	6




	Melton
	Titles
	Nos
	No. with management qualification (please specify)

	1st tier
	CE

Corporate Directors
	1

2
	

	2nd tier
	Heads of Service
	11
	

	3rd tier
	Team leaders in some areas
	
	

	4th tier
	N/A
	
	


	Charnwood
	Titles
	No.s
	No. with management qualification (please specify)

	1st tier
	CEO
	1
	Records not available



	2nd tier
	Directors of Service 
	8
	Records not available



	3rd tier
	Heads / Managers of service
	35
	Records not available



	4th tier
	Line Managers
	
	Records not available




	Oadby & Wigston
	Titles
	No’s
	No. with management qualification (please specify)

	1st tier
	Chief Executive

Director of Community services

Director of Resources

Director of Development and Consumer services
	4
	None

	2nd tier
	Assistant Chief Executive

Head of Corporate Services

Personnel Manager

Head of Legal & Licensing

Acting Head of the Built Environment

Head of Client Services & Contracts

Head of Environmental Health & Environment

Head of Community & Cultural Development

Assistant Director (Housing)

I.C.T. Services Manager

Head Of Finance

Revenues & Benefits Manager

Internal Audit Manager

Customer Services Manager

Brocks Hill Manager


	15


	

	3rd tier
	Approx
	16
	

	4th tier
	Approx
	
	


	Harborough
	Titles
	Nos
	No. with management qualification (please specify)

	1st tier
	Chief Exec


	1
	

	2nd tier
	Directors


	2
	

	3rd tier
	Managers


	20
	


N.B. 20 Managers will be reduced to 8 Heads of Service

Management Development Training Activity Within Last 2 Years.








HBBC

Internal








External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	None
	
	
	
	
	Management Devel (individual)
	2 managers
	IDEA
	









BDC
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	Absence Management Policy/Awareness Training

Equality Standard/Diversity Training
	Heads of Service & Service Managers

Heads of Service & Service Managers
	D3 Consultants

D3 Consultants
	£3,000
	
	NVQ Level 4 Occupational Health & Safety

MA Housing – Policy & Practice

Regional Middle Manager Development Seminar

Action Centred Leadership

Dipolma in Management Studies
	Occupational H&S Advisor –

Joint Head of Housing Services –

Head of HR & Comms –

Community Development Manager / Health & Facilities Manager 

Environmental Protection Manager – 
	Sheffield Hallam University

East Midlands Regional LGA

Leicestershire County Council

De Montfort University
	£1,950

£1,050

FOC

£570.00

£1,995











NWL

Internal










External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	Team Building
	Team
	HR: Training Officer
	£540
	
	All records are kept in The Sections and not in HR, unless the training was organised by HR
	
	
	

	Recruitment & Selection


	Recruiting Managers
	HR Team
	£150 each
	
	Stress Awareness for Managers
	Supervisors
	Brown’s Health & Safety
	£65 each

	Managing Sickness
	Supervisors/Managers
	HR Deputy Head of HR
	£35 each
	
	Performance Appraisal


	All Appraisors
	Leicestershire C.C
	£70

	Effective Supervision
	Supervisors
	HR: Training Officer
	£150 each
	

	Effective Supervision Part 2
	Supervisors
	HR: Training Officer
	£35 each
	

	Personal Development Review
	Supervisors
	HR: Training Officer
	£65 each
	

	Presentation Skills
	Supervisors
	HR: Training Officer
	£130 each
	









Harborough

Internal








External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	No details


	
	
	
	
	No details
	
	
	









Melton

Internal










External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	None
	
	
	
	
	Bespoke programme for Heads of Service

Participation in the LGA pilot management development scheme.
	Heads of Service/Corporate Directors

4th tier, below Head of Service with supervisory responsibility.
	Bailey and Hodges

LGA
	Circa £20K









Charnwood
Internal










External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	None
	
	
	
	
	ILM First Line Management

MBA in Public Service Mngmnt

MSC in Public Service Mngmnt

Certificate in Mngmnt Services

Diploma in Mngmnt Services
	First Line Managers


   Arising from    Individual needs
	Loughborough College 

Universities
	£8,000

Information Not available









Oadby & Wigston
Internal










External
	Activity
	Target Audience
	Provider
	Cost
	
	Activity
	Target Audience
	Provider
	Cost

	Equality and Diversity awareness training 

Attendance Management

Development Feedback following recruitment exercises

CPA
	Rolling programme – organised jointly with Harborough District Council

All People Managers

Successful candidate and unsuccessful Internal candidates

Senior Managers
	IODA

Consultant/In House Trainer

Informed Assessment/Personnel Manager

In house via group work
	
	
	Post Entry Training Courses


	Managers
	Various Universities
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