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Conclusion

The 2011 Review established that the Kettering Borough Council (KBC) as a minimum continues to embrace the Core part principles of the Investors in People Standard surrounding ensuring the staff’s commitment to the organisation and everyone employed within the Council’s learning and development activity. 

Within the body of the Report a number of strengths are explained.
Examples of this include:
· Strong and effective leadership from the Chief Executive and Strategic Management Team (SMT) with an open management style that has generated an inspirational leadership culture within KBC.
· Organisational planning and reviewing performance strategies / processes that is embedded and keeps all the involved parties upto date and totally focused.

· An excellent level of focus and commitment by everyone within the organisation to work together in ‘A ONE TEAM’ approach in providing a high standard of ‘Customer Service’ as well as ‘Value for Money’ for all the people who live within the Borough of Kettering.
· A staff base that is totally engaged with and enthused by the SMT in identifying and then implementing new ways of working. This has resulted in either improved and or maintained customer service delivery levels more cost effectively.
· A working environment of ‘Total Trust’ within every Service Area of KBC.
· Communication strategies that are informative and ensure everyone within the organisation is upto date and totally aware of both the external and internal key factors that impact on the way KBC operates. 

· An effective learning and development culture that is available to everyone employed within KBC.
There are a number of suggested continuous improvement issues management are requested to consider, in support of KBC’s commitment to the Investors in People standard!

This involves:
· The SMT needing to ensure a regular programme of meetings with the Joint Union Committee (JUC) takes place.
· The interview process identified that a minimal number of staff were not consistently receiving their Performance Review and Development (PRD) interviews. This clearly needs to be addressed.
(Improvement Issues continued on the next page)

(Improvement Issues continued)

· The introduction of the Skills Matrices management planning tool similar to that used within Environmental Care Services to all or a number of other Service Teams i.e. Customer Services.
· There is in place both defined Leadership and Management capabilities and a Management PRD process that reviews manager’s performance against the capabilities. However I recommend both of these strategies are revisited and a new refreshed approach applied.
· KBC has in place a number of effective evaluation strategies, however to further benefit the organisation I feel each Service Area should formally present to the SMT on a regular basis (Annual, Bi-annual or Quarterly) a detailed analysis of the outcomes as well as time and monies spent on their staff’s Training and Development in that period. 
· The Strategic Management Team and Human Resource Managers were introduced to the complete Investors in People Framework. Consideration and a review by them of the potential benefits in the near future as to what level of achievement and stretch is appropriate for KBC at or before the Council’s 2014 Review? Within the body of the Report certain indicators have an overview as to what needs to be achieved if the Framework is adopted. (This involves Indicators one, four & nine)

Assessor Name: 
 Keith Green   
Investors in People Assessor
A more detailed analysis of these suggested issues for Continuous Improvement can be found within both the body of the Report and in Appendices 1 on pages 18 & 19. 
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BACKGROUND TO THE REVIEW PROCESS

Kettering Borough Council’s Objective:

· Confirmation that Kettering Borough Council continues to meet the Core level Investors in People standard.

Assessors Objectives:

· To ensure that there is evidence that the Kettering Borough Council continues to satisfy all 10 indicators of the Core level Investors in People Standard.
· To ensure that the desired Learning and Development culture and systems are in place, that they are effective and that everyone confirms they are working.
· To provide constructive feedback and suggestions that deliver perceived added value by the client.
REVIEW OVERVIEW
Kettering Borough Council as in previous Reviews and Assessments, commencing in 1999, continues to provide both a range of services to the local community and has a wider duty of care to safeguard and promote the interests of the Borough as whole. This dual role means that the Council has a focus on Efficiency and Economy in terms of service delivery and Effectiveness in terms of ensuring that the welfare of the Borough and its residents, businesses and visitors, is safeguarded.  The authority aims to ensure that what they do fits with what others do, for the benefit of the community. Similarly, they aim to ensure that the Council’s teams work with each other across service boundaries for the good of the council tax payers. 

The examples that describe how the Council expects its staff to work with each other and with other organisations with a shared interest involve: 

· The development of multi-service customer service centres where its customers can receive services from a range of providers in one place – which works for their convenience, not that of the providers. It also saves money. 

· Emphasis is placed on the staff to be multi-roled – whether this is the wide range of tasks required of neighbourhood warden teams, or the flexibility which is asked of staff within each service area to be familiar with all elements of that service function. This saves money and increases service quality.  

· The emphasis is placed on customer service standards; each employee knows they have to represent the whole authority to the public, not just their particular function. All staff are expected to be the eyes and ears in the community and report things which need fixing whatever is wrong, and whichever agency is responsible.  

Kettering is a growth area, and has a successful track record in seeing new housing development, new jobs growth and the development of new infrastructure. The Council’s overall aspiration is that the growth agenda will benefit the community already resident in the Borough. 
KBC’s objectives are for:
better town centres / a better educational offer / better, higher quality jobs  

These objectives require staff to work with others in the public, voluntary and private sectors to secure outcomes which are not directly within KBC’s remit as a service provider and require the Council to influence government, external funders and partner agencies. 

Kettering Borough Council now employs 525 staff of which 69 were selected for interview. This represents approximately 13% of the staff base. All of the interviews took place in two of the Council’s premises. The interviewees were selected on a proportional and cross sectional basis of job role and gender etc. All the staff interviews were completed as planned and were conducted either individually or as in a small number of cases joint or in group interviews. The sample selected for interview was a fair representation of the employee base of the Council based upon the stated Review objectives.
PLAN - Developing strategies to improve the performance of the organisation

Indicator one

A strategy for improving the performance of the organisation is clearly defined and understood.   

Kettering Borough Council has formally in place key strategic planning and reviewing performance processes that ensure all the various Service Areas provide the highest standard of service possible and is perceived as  ‘Value for Money’ by the people who live and work in and around Kettering.

The key formal Documents / Processes operationally in place are:

1. The KBC Annual Report and Improvement Plan (RIP), which within its format identifies all the Services KBC provides, the level of service standards and financial targets that will be achieved.

2. To support the RIP each Service Area develops its own individual ‘Service Plan’ which within its format covers: Service Objectives / Standards of Service / How they Perform / Performance Improvements / Available Resources and Risk Assessments.
The interview process established throughout every Service Area an excellent level of focus and commitment to work together as ‘ONE TEAM’ in providing a high standard of Customer Service and Operational Efficiency whilst still achieving ‘Value for Money’ for the services KBC provides. Every member of staff has been made totally aware of the financial budgetary constraints they must work under / within and the potential risks to jobs if significant savings are not achieved. As a direct result of this the entire staff base is totally engaged with and enthused by the Strategic Management Team (SMT) in identifying and then implementing new ways of working. This has resulted in either improved and or maintained customer service delivery standards being achieved in a cost effective manner. Examples of this will be explained and detailed later within the body of the Report (Indicator nine). The key strategies identified and confirmed by staff that engages them to identify and work with management in establishing new and improved ways of working involves both the ‘Staff Suggestion Scheme’ and the twice yearly held ‘Staff Sessions’! KBC’s Chief Executive at the ‘Staff Sessions’ explains to the entire employee base in a clear and totally open manner the current position and performance of the organisation. At the end of his presentation everyone splits into various teams to discuss and identify further ways of improving operational performance.
The Council continues to have in place the Joint Union Committee (JUC), which is recognised as the formal representational body of the employee base. Union Representatives were interviewed during the review and they confirmed that constructive relationships do exist between themselves and management. Formal structures are normally in place for consultation purposes, however due to the extreme pressures on everyone over the past year the formal meetings normally held have not taken place.
Areas to consider for development for the Core part of the Standard

Ensuring the regular meetings programme involving the Joint Union Committee (JUC) and the SMT takes place to establish if the employee base, through their official representative body, has any form of issue(s) that needs to be raised.

(Indicator one continued on the next page)

(Indicator one continued)

The New Framework challenge: (Core Standard to GOLD overview for this specific Indicator one only)

KBC at the present time, as a minimum, meets the Core Standard required of an Investor in People organisation by being able to demonstrate it has a vision and purpose clarified through its Annual Report and Improvement Plan, which also involves the support and contribution of the staff base. However to stretch the leadership and management culture even further consideration could be given to for example:

· Ensuring the Council can demonstrate it has in place a number of Core Values. (Examples provided to the SMT during the feedback meeting)
· That there is a clear use of Key Performance Indicators (KPI’s) within the operational activities and measurement of performance.(This is already in place and effective within each and every Service Area: Reference the KPI Information Report and monthly held Performance Clinics)
· Ensuring the Council can demonstrate a Social responsibility within the way it operates. (The whole being / existence of a Council and KBC in particular completely embraces this culture i.e. the Community & Rural Service provision, Environmental Policy & Programme, Providing for a Sustainable Community etc.)
· Clear evidence of involving staff and stakeholders in its strategies.

· The Core Values need to be at the heart of the strategies.

· Evidence that a Social responsibility is at the heart of the Council’s culture.
· Ensuring the entire staff base has a good understanding of the above listed strategies.

Indicator two

Learning and development is planned to achieve the organisation’s objectives.   

Each Service Team, through the staff annually held Performance Review & Development (PRD) scheme, identifies the individual training needs of all staff. It varies but in some Service Teams staff, if necessary / appropriate, also receives one to one monthly reviews with their Line Manager. The staff interviewed during the review in the main confirmed that management and these processes meet their needs; however there were a small number of examples of staff not receiving their annual PRD review! Management teams from all Service Areas after completing the PRD cycle work with and provide information for the Training Department on their staff’s specific training needs. This information is then assessed and considered on its merits to be approved and included within the Councils annual Training Programme / Requirements. 
Delivery of the Core training and development with refreshers as appropriate continues to be a key priority within KBC. 
This training involves:

· Creating a Service Culture

· Health & Safety

· Stress Awareness

· Equalities

· Information Technology

(Indicator two continued on the next page)
(Indicator two continued)

In a considerable number of interviews staff with professional qualifications explained how they received support from management regarding identifying and then planning their Continuous Professional Development (CPD). To maintain their ability to as well comply with legislative requirements these staff are required to keep upto date with legislative practice as well as ensure they undertake annually a specified amount of CPD training.
A considerable amount of planning and monitoring of training and development takes place within the Environmental Care Services team based at the Depot. This team provides such services as Property and Ground Maintenance, Street Cleansing and Transport, Manages Refuse and Recycling. All of these services within KBC require the strict monitoring and planning of the employee bases training and development activity especially regarding ensuring that Health and Safety compliance and practices are of the highest standard. The interviews with both management and staff of this particular Service Area identified the importance they place in ensuring staff at all levels are both proficient, properly trained and work in a safe manner at all times. 
The resources in place to support this were identified as:
· The annually conducted PRD process.
· Skills Matrices Logs: All the skills required of the Environment Care Service teams including Health & Safety and which skills each individual employee has.(Skills covered for example involve the Core Training, Job Specific Skills, Toolbox Talks and other Key Issues).
· Safe Working Practices & Policy documents for each Environment Care Service team.
· Regular on-site monitoring and feedback of the staff carrying out their duties.

Areas to consider for development for the Core part of the Standard
Due to a small number of staff not consistently receiving their annual PRD there should be a strict independent monitoring process in place that could possibly be managed by the Human Resource team.
The introduction of the Skills Matrices management planning tool similar to that used within Environmental Care Services to all or a number of other Service Teams i.e. Customer Services.
Indicator three

Strategies for managing people are designed to promote equality of opportunity in the development of the organisation’s people.

Equal of opportunity continues to be a corporate priority within the training and support culture KBC and the Human Resources / Training team provide. Specifically this is demonstrated through the Corporate / Mandatory Training Programmes, which everyone undertakes on commencing their employment and then also receives updates as and when required. Everyone interviewed during the Review confirmed access was available for all employees to the appropriate training and development opportunities they required. All the staff recognise the commitment and confirmed that management support is consistently genuine in all of the Councils Service Teams. The strategies / processes that embraces the Equality of Opportunity for all staff include: the PRD process, the Mandatory Training programme, both the twice yearly held Chief Executive ‘Staff Sessions’ presentations and the monthly Core Briefings that involve everyone within organisation, as well as within every Service Area the regularly held various team meeting programmes.

Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED

Indicator four

The capabilities managers need to lead, manage and develop people effectively are clearly defined and understood.   

Ongoing development of Leadership and Management skills continues to be a key element amongst the current learning and development priorities within KBC. The seven key capabilities are still currently in place, as in 2008 and surround / involve Communication, Achievement Focused, Determination, Plan and Use Resources, Challenge, Enabling, Vision. Within each of these key capability requirements there is a list of competencies the manager must meet and be reviewed against. These reviews are part of the annually held PRD process and the format of the PRD’s documentation and interview requires the manager to be rated against each capability using the detailed list of performance criteria. All levels of management interviewed during the review confirmed the benefits of both their PRD review and the fact they were measured against the seven capability requirements.
Staff, as in 2008 were able describe how their manager supported and helped them to develop and perform effectively. This included the Induction of new staff, the delivery of PRD interviews, carrying out Shadowing / Mentoring / Observation type activities as well as being available and approachable, providing feedback on performance etc. The staff interviewed consistently provided specific examples of support and management effectiveness. (These examples are provided within Indicator five).
Areas to consider for development for the Core part of the Standard

Both the defined Leadership and Management capabilities and Management PRD process that reviews manager’s performance against each of the capabilities have been in place for a considerable amount of time. It was established during management interviews that they were now not achieving the desired impact on both the effectiveness of their PRD or identifying ways of improving their individual or collective performance. I recommend both of these strategies are revisited and a new and refreshed approach applied. An alternative example list of defined Leadership and Management capabilities was provided during the feedback meeting. 
Consideration could also be applied to using the refreshed capabilities to not only be introduced within the format of the PRD process for each individual manager but to look at ways of using them within management away days / workshops where in teams each capability is challenged on how effectively it is implemented and or the sharing of good practice.
Another area this new programme / capability format could assist Leadership and Management development is to consider how KBC firstly identifies and then grows aspiring managers. This could be a key issue to future operational performance efficiency and customer service standards as a number of experienced managers were interviewed and I noticed were possibly close to retirement. They were asked about succession planning and who could fill their shoes if necessary and what were they and KBC doing about it. The answers were somewhat inconclusive and this potential future problem possibly needs further discussion and analysis.
The New Framework challenge: (Core Standard to GOLD overview for this specific Indicator four only)

KBC at the present time meets the Core level standard required of an Investor in People organisation by being able to clarify the current leadership and management capabilities needed by its management teams. However to stretch the leadership and management culture even further consideration could be given to for example:

· Investigating L&M strategy links to the Council’s overall strategy, whilst taking into account external good practice.

· Identifying the L&M capabilities for now and the future required by all levels of management within KBC.
· Review and support all managers to ensure they acquire the required / selected capabilities. 

· Consider the benefits and return if everyone within the Council was encouraged to develop leadership capabilities.
DO - Taking action to improve the performance of the organisation

Indicator five

Managers are effective in leading, managing and developing people.   

Staff from all Service Teams enthused about the inspirational leadership and trust they confirmed is in place within KBC. They compare how jobs are being saved within KBC compared with other Councils in the region implementing cutbacks in service as well as introducing significant job losses. The key strategy staff made reference to where they come away from inspired is the Chief Executives twice yearly ‘Staff Sessions’ where they are truthfully informed about KBC’s current position and challenged to identify and introduce methods of working that will improve service standards and operational efficiency that will save money. The key to KBC’s success is the SMT to date has protected jobs and this alongside other levels of good management practice has won the loyalty and commitment of the entire employee base. 
The Review also established a number of good examples of effective management practice. This included the regular review of the staffs individual training and development needs, coaching and mentoring examples, the mandatory training activity, the induction of new staff etc. etc. It was apparent from all the managers interviewed, that they fully understand their responsibilities with regard to the learning and development of their staff. During their interviews staff also consistently confirmed that management were effective and supported them. The main areas of day to day effectiveness involved the ongoing mandatory / legislative training, staff in all Service Areas are required to undertake in order to maintain their accreditation / Continuous Professional Development.  
Staff were able to provide examples of receiving support and guidance that demonstrated management effectiveness. There was significant evidence also of management encouraging the staff to be more involved in decision making issues that impacted on all levels and areas of performance within the organisation.

The examples included: 
“Our team meetings are lead each time by a different manager and all the meetings are informative, communicative and well managed”.

“Within a week of commencing my employment with KBC I was taken to and introduced to the Chief Executive and other members of the SMT, who were all genuinely interested in me and where I had come from”.

“Management contribute to our effective operational performance by showing staff by example how to lead, manage and appreciate people”.

“Staff are provided with opportunities in for example gaining NVQ qualifications, which enhances their knowledge and understanding of their roles”.
“The Depot is a unique and friendly place to work where staff are trusted and this results in us pulling our weight”.

“The ‘Staff Sessions’ were held when we really were fearful of losing our jobs we were all told that if we put the effort in the SMT would strive to keep everyone employed, which was morale booster in itself”.

“The SMT keeping staff informed regarding rumours about redundancies and then nipping them in the bud was really supportive for the staff”.

“As a new employee I have been very impressed by the way the SMT engage with and communicate to staff”.
“Management support within the Depot has really improved because management not only appreciate but are also willing to talk to staff”.

(Indicator five continued on the next page)

(Indicator five continued)
“Heads of Service and the SMT ensure middle managers support front line staff to ensure the service we provide achieves a high standard, which it does”.

“We are now included and contribute to meetings at the Depot, which is a considerable improvement over the past two years”.
“Looking at other local authorities who are struggling and just accepting their lot we at KBC are doing something about it to raise service standards and reduce costs in order to save jobs”.

“The two per year ‘Staff Sessions’ ensures staff understand the key issues and gives us a better insight on what we need to do as well as informing us what we have achieved to date”.
“During the ‘Staff Sessions’ we are asked by management to sit in teams to discuss and identify ideas that will improve our performance”.

“Management cannot always please everyone but at KBS there is a high level of trust between management and staff”.
“The financial management of KBC is excellent and our SMT are a forward thinking team in dealing with central government issues”.

“The SMT provide a clear direction forward which they then monitor and provide consistent feedback to staff regarding service standards and operational efficiency”.

“I joined the ‘KBC Shadowing’ programme and I observed the Chief Executive for one day and this process opened my eyes to the difficult decisions he is required to take in supporting both the public and KBC staff”.
“KBC is at the forefront of supporting staff and engaging with us in order to maximise our performance and minimise the risks of us losing our jobs”.

“The Chief Executive at the ‘Staff Sessions’ provides examples of other authorities ways of cutting back and then why KBC would not do it that way because of the fact we have a more positive relationship and commitment to succeed”.

“Management trust staff and encourage us to take decisions that will benefit our Authority. The SMT are also visible to all levels of staff and lead by example”.

“I have worked at other councils where I never received such an effective induction as the one I have had here”.
“All teams and services attend the Chief Executives ‘Staff Sessions’ where we are told the facts in a way that engages us and we leave the session with the total belief that we are a team”.

“In this economic downturn and the negative impact this has had on other Councils and the fact that we are performing well confirms that we are effectively managed”.
Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED

Indicator six

People’s contribution to the organisation is recognised and valued.

Staff used several examples to demonstrate how their contribution to the achievements of the Council is recognised by management. The most frequently mentioned was during the ‘Staff Sessions’ but they were also positive with regard to both the PRD and Staff Suggestions processes, the PRD process in particular encourages staff to review and assess their performance with their immediate Line Manager. 

Also in place is the annual Staff Awards Ceremony that celebrates employee achievements and contribution levels. This event appears to be a great success and involves a reasonable number of employees with the awards being allocated for: 

· Going the Extra Mile.

· Customer Service Award.

· Savings and Efficiency Award.

· Team Award.

· Colleague of the Year Award.

Staff comments during their interviews that illustrated a feeling of recognition involved:
“At team meetings I am required to do presentations and the feedback I receive shows that I am trusted and appreciated”.
“The Chief Executive formally recognises staff’s contributions and performance in everything he does and I personally have even been invited to attend a national awards ceremony that we had been nominated for”.

“Staff know from what the SMT consistently say and do that they are appreciated”.
“In my meetings with the Chief Executive I have been informed that my area of responsibility is contributing to the success of KBC”.

“Emails from Tenants complimenting us on the high standard of work we achieved have been seen and passed onto us by management”.
“I was recognised for making the effort to walk into work when everywhere was snowed up”.

“It has never been as good as it is now at the Depot as we are included and feel we are one team”.

“I am constantly asked for my opinion by management and the interaction we have shows I have a positive relationship with them”.

“We have specific targets to meet within our team, which are monitored by management who then provide feedback to me and my colleagues always in a constructive manner”.

“When I applied for my job and came for the interview I people watched in reception to see what staff were like. I went home after my interview and was not sure if I had got the job but I told my husband that I wanted to work here because of how the staff were with the public and how happy and professional they seemed to be”.
“I have been nominated for a staff award because of the standard of my work”.

(Reference to the staff’s feeling of recognition have also been previously exampled in a number of the comments listed within Indicator five)
Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED

Indicator seven

People are encouraged to take ownership and responsibility by being involved in decision making.   

The culture and processes explained within this Indicator was made reference to by everyone during their interviews. Staff from every Service Team within KBC confirmed that effective consultation takes place either through informal one to one discussions, team meetings or through the staff’s annual PRD process. The entire staff base during the twice yearly held ‘Staff Sessions’  collectively discuss and indicate their views on the key issues surrounding Council service delivery levels, performance as well as its ways of working. These strategic initiatives ensure everyone has the opportunity to contribute to the decision making process in support of KBC’s Strategic Objectives. 
Examples of staff comments also supporting this indicator have been provided / exampled previously within the body of the Report. (Indicators five and six)

Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED
Indicator eight

People learn and develop effectively.

Every member of staff interviewed provided evidence of training that was totally relevant to their role and in some cases their CPD. There was also evidence provided of extensive access for all staffing levels throughout all Service Areas to learning and development.  The interviewees also consider that the Council has a very good learning and development culture and that their learning has been effective. All had the skills, ability and where necessary the appropriate qualification required for their specific job role and were able to offer examples of how their learning and development needs are met, including coaching, in-house courses, away days, external training, attending conferences and seminars etc.  Staff also spoke about gaining professional and vocational qualifications through the support provided by Human Resources and their specific Service Area. The interview process produced numerous examples of what the member of staff had learned and how they had applied it in the workplace. Further learning and development that has been applied to roles included and covered a broad range of subjects from IT skills to government directives and national strategies. 

The main areas of Learning and Development involve:
· Consistent support and provision that is in place for the delivery of the core training plus the monitoring of refreshers that become due in support of the Core skills.
· External qualifications are encouraged and supported in for example: Degrees in the relevant area of work i.e. In Construction and in Legal Exec - NVQ’s at Levels 2, 3 & 4 in various disciplines -  Finance qualifications i.e. IRRV - Management related such as ILM - H & S qualifications NEBOSH, & First  Aid, Local Government related etc….

· A wide variety of effective methods, as in 2008 continue to be used to ensure that identified learning and development needs are duly met. These include – attendance on internal and external courses; Shadowing, Observations, Coaching & Mentoring type activity; on the job training and ongoing support; distance and on-line learning; Networking with partners and other local government sources; a wide range of I.T. related learning & development; H & S training; Kettering Borough Training facilities etc….. 

· KBC’s Core Training and Development is consistently applied by Human. Resources and the KBC Training Team, which is available for all staff to access. 

(Indicator eight continued on the next page)
(Indicator eight continued)
Induction policies and procedures are in place throughout the Council for new starters and the introductory programme of support for all new staff throughout all Service Teams is of an excellent standard. The programme includes regular recorded reviews over the new employees six month probationary period and ensures evaluative feedback is provided to Human Resources and Management. This feedback also includes the Service Area standard of their induction as well as the identification of individual learning and development needs, which is in addition to the Core Training Programme delivered as part of the Induction process. Interviewees who had changed their job roles or who had taken on additional responsibilities confirmed they had received a high level of support. 
Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED

REVIEW - Evaluating the impact on the performance of the organisation

Indicator nine

Investment in people improves the performance of the organisation.

The SMT explained that a significant investment of time, money and resources are dedicated to ensuring all staff within the Council are well trained and developed so that they support the visions and strategies for improving service delivery standards and operational performance.  These resources include Learning and Development initiatives and excellent training resources in for example Information Technology and other training facilities within and through Kettering Borough Training. Resources across the Authority included funding for external qualifications, corporate and external training, attending seminars, government updates, conferences, a lot of coaching on the job, mentoring and carrying out various team learning events. The majority of managers questioned could describe the overall investment of money to support learning and development and some could outline hidden costs and the time required to carry out one to one’s and the PRD’s within their Service Areas. 
There is in place a number of initiatives that the SMT and other levels of management have in place to evaluative all aspects of KBC’s investment in its people, examples of this identified during the Review include:
· The Chief Executive’s twice yearly held ‘Staff Sessions’ review and present to everyone how KBC is performing. Each presentation covers Moral – Money – Momentum! The successes everyone has achieved are explained alongside the Key Working Streams savings. Everyone leaves each presentation inspired to achieve more and contribute their ideas through the Staff Suggestion Scheme.
· Key Performance Indicator information and focus reporting that reviews and provides how effective KBC has / is performing. The KPI’s cover for example Financial Budgets, Benefits, Development of Services, Housing Rent and Arrears, Staff Sickness Levels, Customer Complaints and Compliments etc....

· Each Head of Service attends a monthly Performance Clinic held in conjunction with the SMT meetings and these clinics include a review of progress against objectives in each of the Service Plans thus ensuring that National and Local performance indicators are being met. 
· Achievement of external Awards and or being nominated for an award reflecting good practice and quality of service. These include LGC Awards (i.e Outcomes Achieved – Health & Social Care – Partnerships etc) / Customer Service Excellence / MJ Awards / Northamptonshire Heritage Awards / and more etc..... 
(Indicator nine continued on the next page)
(Indicator nine continued)
· The Depot is ISO 9001 accredited and this requires regular auditing and compliance on all the services this Team provides on behalf of KBC.

· The Depot’s Skills Matrices training needs and competency plan. This management resource covers all the training and skill requirements of the entire staff base located at the Depot. It covers the staffs Core Training, Job Specific Training, Health & Safety, Toolbox Talks and other Issues that record who has had what training and when, this is then monitored to ensure all skills are covered and maintained.
· Health & Safety is one KBC’s key areas of staff training and development. Strict monitoring of staff performance and compliance is in place and reported on by both management and bespoke qualified H & S officers.
Areas to consider for development for the Core part of the Standard
Each Service Area should have to justify the resources they need to train and develop their staff. The management team of each Service Area could present to the SMT either on a quarterly or half yearly or annual basis their staffs learning and development activity and the measurable outcomes achieved in that period. 

The analysis could include:

Who has been on training

What the training activity was

Which Strategic Objective / KPI the specific training supported / met
The subsequent outcome / impact on the Service Delivery to the people of Kettering
The Cost in Time / Money / Resources etc

The future plans for staff training

The New Framework challenge: (Core Standard to GOLD overview for this specific Indicator nine only)

KBC at the present time meets the Core level standard required of an Investor in People by being able to demonstrate that the organisation’s investment in learning can be quantified and its impact can be demonstrated. However to stretch leadership and management effectiveness even further consideration could be given to for example:

· How the contribution of people strategies is measured and evaluated.

· Learning and developments clear impact on Key Performance Indicators (KPI’s) can be described and defined by everyone.

· The demonstration of a flexible and effective approach to measuring the return on the staff’s learning and development investment.

· Staff can describe how their career prospects have improved as a direct result of their learning and development and the way they have been managed

· Return on the investment in the staff is reported effectively to all of the Council’s stakeholders. 
Indicator ten

Improvements are continually made to the way people are managed and developed.   

Human Resources Management reported that there have been a number of improvements, since the 2008 Review, that have been made to the developmental culture that exists within the Council. 

The identified examples of this were:

· The IT skills of all levels of staff have improved in a more flexible way by introducing ‘Drop in Sessions’ rather than only just offering and then conducting regular basic workshop training.
· Further support for the development of an effective Leadership and Management culture.
· Cascading a new form of training that will be adapted and available to everyone called ‘The Art of Being Brilliant’.
A number of staff involved in the exampled strategies were interviewed during the Review and all of them made positive comments about these initiatives. This specifically applied to the additional IT support providing both guidance and improving their skill levels and about the Art of Being Brilliant development programme inspiring them and also raising their confidence in the way they approached their role and in assisting colleagues.
Areas to consider for development for the Core part of the Standard
NONE IDENTIFIED

FEEDBACK ON JUDGEMENT AGAINST THE NATIONAL STANDARD

SUMMARY

Kettering Borough Council has continued to embrace the principles of the Investors in People standard. This has been achieved through a genuine commitment within the Council to ensuring the staff have the knowledge, skills and understanding to deliver high standards of services to the public who live and work in the Borough of Kettering.  The Chief Executive and all members of the SMT have a clear vision and direction for the Council to achieve that is inspiring all levels of staff to maximise their full potential and further enhance the services KBC provides. This is underpinned by an annual planning process that requires a focused and committed approach to developing the skills of everyone employed within the organisation. It is without question that Kettering Borough Council continues to meet the Investors in People standard.

I would like to thank everyone for the welcome and assistance I received during my visits to KBC but in particular make reference to the excellent support I received from Linda Garside in the planning and carrying out of the Review.
RECOMMENDATION

I have no hesitation whatsoever in confirming that the Kettering Borough Council should continue to be recognised as a Core level Investor in People. The Strategic Management Team and Human Resource managers were introduced to the complete Investors in People Framework during the Review and consideration of the potential benefits should be considered by them to which part or all of the new Framework standard will be appropriate at KBC’s 2014 review! i.e. Either stay with the Core level or go for stretch by striving to achieve either the Bronze, Silver or Gold scoring bands / status. An overview of what will be required has been exampled in key indicators one, four and nine.

Signed……[image: image1.jpg]


………………        Date…………15th October 2011………..                             

Investors in People Assessor

On behalf of emb-x Ltd.
Agreed date for next visit:.…October 2014….
Appendix 1 – Continuous Improvement Plan
	Areas for Continuous Improvement
	Activity
	Support required from:

	Indicator one:
Ensuring the JUC meetings programme takes place.


	Scheduled JUC meetings programme. 


	SMT to establish if the employee base, through their official representative body, has any form of issue(s) that needs to be raised with them.

	Indicator two: 

PRD compliance throughout KBC.

The introduction of training Skills Matrices resource into other Service Teams. 


	Due to a small number of staff not consistently receiving their annual PRD there should be a strict monitoring process in place.

The introduction of the Skills Matrices management planning tool similar to that used within Environmental Care Services to all or a number of other Service Teams i.e. Customer Services.
	Independent monitoring programme managed by the Human Resource team.
SMT and Human Resource team to assess which Service Teams or all would benefit from this support resource.

	Indicator four:

The further development of the effective Leadership and Management culture within KBC.


	Current L & M capabilities revisited and a new and refreshed approach applied to management PRD process. 
New L & M capabilities to not only be introduced within the format of the PRD process for each individual manager but also to look at ways of using the new capabilities within management away days / workshops where in teams each capability is challenged on how effectively it is implemented and or the sharing of good practice.

Establish a programme of both identifying and then developing aspiring managers which should / could be linked to succession planning of managers who’s experience and knowledge in the near future will be lost to KBC.

	SMT, Human Resources and Training Team must ensure the outcomes of this L & M initiative are firstly defined and then met.




Continued on the next page

Continued
Appendix 1 – Continuous Improvement Plan
	Areas for Continuous Improvement
	Activity
	Support required from:

	Indicator nine:
Further enhance the evaluation and ownership of Learning & Development within each specific Service Area.
	The management team of each Service Area present to the SMT either on a quarterly or half yearly or annual basis their staffs learning and development activity and the measurable outcomes achieved in that period.
Analysis & Presentation on:

Who has been on training

What the training activity was

Which Strategic Objective / KPI the specific training supported / met
The subsequent outcome / impact on the Service Delivery to the people of Kettering
The Cost in Time / Money / Resources etc

The future plans for staff training


	SMT, Heads of Service & Human Resource  to support and take the appropriate action and provide feedback to each Service Area on the quality of their findings.


	Bronze or Silver or Gold?


	Consideration and a review of the benefits should be considered by the SMT of the new Framework to which part of the standard will be appropriate at the Council’s 2014 Review! i.e. Either stay with the core level or go for stretch by striving to achieve either the Bronze, Silver or Gold scoring bands / status. (As illustrated in Indicators one, four and nine)


	KBC is capable of achieving more from the IIP Framework and the SMT should consider the benefits of being stretched into the higher performance requirements of the standard, which would result in improving staff and operational performance.


Appendix 2 –Review results summary

The Investors in People Framework

The Evidence Requirements

	The Indicators
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The number of evidence requirements met is 45
Key:
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The Core Investors in People Standard
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Your Choice from the IIP Framework
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Not part of the Investors in People Framework
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