


Learning and Development Strategic Framewark

Foreword

If1 Seuth Lanarkshire Councll we have a fundamental cormmitment to aur employees and
their development. In order to deliver the best possible servicas for the community of
South Lanarkshire cur employees need to have fair access to the appropriste leaming and
develapment to enable them to do thelr jobs to the best of their ability.

There are many challenges ahead and we have to work effectively and efficiently with aur
partners to deliver best value in all of our services, We need to address the pricrities and
values outlined in our commitment to the South Lanarkshire community,

It Is aur belief that we will be able to achleve all we set out to if we recognise the diversity
of aur employess and ensure they are developed and equipped to carmy out their wark. In
retum we hope they will feel valued and supported to deliver thair bast.

Thils Learning ard Development Strategic Framewaork sets out the context for employee de-

velopment In South Lanarkshire Council. It outlines the Council's visien and values and how
wie plan to deliver these. 1talso confirms how we plan to evaluate and review aur progress.
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The context of learning and development in
South Lanarkshire Council

South Lanarkshire Council is committed to delivering excellent services to all our custamers,
In order to do this we must enzire our employees are developed to the highest standards to
enable them to carry out thelr individual and team job roles,

It is essential that all employees understand how their individual job and ke work objectives
fit in with the objectives of thelr Service and Resource. Individual key work objectives reflect
thie objectives set out in Service and Resource Plans. These in turn reflact the Coundil Plan
{Connect] and the vision in the Comrmunity Plan,

This Is what Is krown as the “golden thread™ which runs from the Community Plan to the
Council Pian through the Resource Plan and Service Plan to the Personal Development Plan,

Hierarchy of plans

f
Wision, aims, objecthses for cormmunity
Community | To sat context for vwork of Councll and other partoess
Plan Key performance meamres
| Ten year views, with interim updates

=

Vision, values, abjectivas and priorities for the Coundl
Council | includes Council responsibilities under Community Flan
Flan Key performance measures and milestones for Council

| Lo Four year view, updated every two years

Objectives and priorities for the Resounce
Resource | 'Mcudes Resource responsibifities from Community snd- |
Plan Council Mans 2
| ey performance measures and milestones for Resource
| Ome yaar view, updated annually

Objectives and priorities for the Service
Servica Imcludes Service responaitsilities irorm Community,
Plan Council and Resource Mans
Ky performance measures and milestones for Service
- e year wiew, updated annually

Clrjectives and priorities for individuals

FDR Including individual responsibilities relating to
Plan Sarvice Plan, end upwards as appropriate
One year view, reviewed st monthly
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This regular, structured plarning process enables employees to understand where they w _
fit into the srganisation and the Importance of thelr contribution to what we do. Every Ll
employee in South Lanarkshire Councl is a valued emplayee. All are erucial to ensuring the

dellvery of the best possible services to the prople of Seuth Lanarkshire.

Asan employer we must ensure that everyone has fair access to the development they
require, Development needs for each individual are identified by the employes and their
line manager in line with the requirements for their jok, during the Perfarmance and
Development Review [PDR) discussion. This meeting takes place annually with a s monthly
review. For our teachers this I the Professional Review and Development [PRD) meeting
(see page 10).
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Connect the Council Plan 2007 - 2011 i A

.
The Council’s long term vision

Thee Council has established a long tarm vision to imprave (e for all in South Lanarkshire,
Itis supported by a number of chjectives, These abjectives will have lasting impartance to
the Councll and the communities we serve.

Qur vision is to:

‘Work together to improve the quality of life
of everyone in South Lanarkshire’

Our values

The Council's values influence the way in which we work and how services are delivered,
The values will define the Council’s appraach to pragressing its objectives, supporting
programmes, delivering projects and providing services.

These seven values are at the heart of what we do and are fundamental to the way we
operate. We aim to be:

fair and cpen

people focused

keen 1o waork with and respect athers

an excellant emplover

accountable, effective and efficient

committed to tackling dissdvantage and deprivation

Qoo

determined to act in a responsible and sustainable way
Qur objectives #

We have 11 ohjectives which reflact 3 wide range of Council functions, The plan provides
detatled action plans on how we will achieve these objectives,

4
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All of the Council's objectives are Impartant but there are six areas where we will be placing
particular ernphasis over the period of the Plan. These are:

improve the guality and availability of housing
develop services for ofder people

improve the physical environment

improve the road network

continue with schools modernisation

eQeQoQe¢

sustainable devalopment

Diagram in summary of vision, values and objectives
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The Learning and Development Strategic Framework L™ > :

This framewock seeks to promote leaming and development as a strategic tool to achieve
erganisational results and realize individusl potential, Our objectives are:

to deliver the Councils strategic objectives as stated In Connect
to equlp Coundil employees to mesat current and future challenges
Lo ensure equality and diversity In South Lanarkshine Councit

to ensure afl employvess ate fully developed to carry out thelr Jobs

to improve performance

Cecoeoe

to support and devefop the culture of continuous Improvement within the
Ceruneil

o support and encourage partnership working

to deliver best value

to create a learning envircnment

to encourage lifelong learning

to improve service excellence

eeooe

As part of our work we will develop perfarmance measures to support these objectives,

The Council has a dedicated lsaring and development budget to enable all appropriate
tearning and development to take place. Each Resource has its own learning and
development bedget. Together they equate to 1.26% of our employee costs. These budgers
are subject to the Council's reporting processes and scrutiny,

The Learning and Development Board

We are committed to ensuring that South Lanarkshire Council has 2 suitably trained and
competent workforce in place to deliver excellent services. To enable us ta monitor and take

forward our employes development performance a Corporate Learning and Development ' &
Baard his been established. The Board is made up of senlor management representatives '-;#
from each Resource, a
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¢ Their remit is to:
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) 1ake a strategic overvien of all learning and development actlvity inthe Councli
#)  manitor the consistent appdication of standards in relation to PDA meatings

) review the alms of Resource learning and development groups

Each Resourcs has ks own leasning and devalopment aroup which informs the work of the
Baard and provides managemant informaton.

Competence initiative

The Council's competence Indtiative is the mathod we use 1o translate the Councll’s strategic
almis and alsjectives into meaningful competencies which form the basis of our jobs. Jobs
within tha Council are groupad together into Job Famiies, These families are related groups
of fobs whick: have core similarities and through which individuals can move either upnwardd
o acress. For chample the care job family includes domestic and catering jobs so Somecns
working s a domestic In a care envirenment may move, with the appropriate deavelopment,
into a caring role,

Job families have core, job specific and managerlal competencies which define what they do
at different levels. All competencies can be traced Back to the Council's strateglc objecthes

thersfore making the link bevween the individual job and the Council vistan.,

The: core competancies are the same for every job within the erganisation and reflect aur

&iual opportunities

co-operating with others

core values:

! personal initiztive and drive

i customer cans

!

! waorking safely
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The managerial competencies describe how managers should lead their teams within w
the Council and are the same for all managers across the organisation, &

Management Competencies

managing people
managing resources

managing change

All employees participate in a PDR meeting with their line manager twice a year, During this
discussion development needs are identified and career development is discussed, Methods
of leaming and development arising from this discussion will be varied, They may indude:

in house management and development pragramimes
Ir hawse training courses

external tralning / gualifications

on line learning

coaching

jok shadawing

Qoo e0

experience In other areas

®}  special projects

All PDR ratings are recorded on the Council's electranic human resource management
systermn. This ensures that senior managers know that PDRs have been carried out forall
employees and that everyone has fair access to the learning and development they need to
elo thir joly. We can also record developrnent and report whether it has taken place and if it
ha: made a difference.

This process ensures all employees are regularly reviewed and developed to carmy out thair
job roles o the best of their ability, -

When employees are recruited to the organisation, they receive a competency

based application and interview, which assesses thelr competencies against

the job profile, ”
F
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Therefore, the intarview forms are the first step in the development process, Mot everyone
recruited will be competent already In all areas arad it Is necessary to develop pecple b
thelr competence areas whatever they may be.

Within twe weeks of being recrulted new employees will take part in Council Welcame,
which ferms part of the induction to the Councdil. They will also have a Resource specific
induction, Within six weeks of jolning the Coundl, new starts should have their first FOR
meeting. Employees who change Jobs within the Council should also receive an induction

and POR.

Teachers

The Professional Review and Development (PRD) is the process for our teaching workforce,
The training needs of teaching staff are identified and agreed in relaticon to thelr currant
practice and the requirements of the establishment, lzarming com munity, hational pricrities
and Council plan. The process alse includes making sultable arrangements to meat
professional development neads, as far as possible, within existing rescurces. Itis.a means of
supporting teachers by ensuring they are thorsughly prepared for their dutfes,
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A review meeting is arranged by mutual agreement between the teacher and their line \‘
manager, Anindividual's Continuous Professional Development, (CFD) record will be the -
starting point for PRD discussions. The PRD process may be carried out entirely within the

additional contracted CPD time.

Learning and development in South Lanarkshire
Council

The Council is a large and diverse organisation. it has approximately 16,000 employeas
organized in seven Resources:

Employees by resource
_ 3188
B Community
B Comporate
| OEducation
IEIEn'terpris.e
| MFinance and |T
B Housing and Technical
| W Social Wark
Community 359
| Corparate 248
| Educatics 6174 3715 teachers
Enterprise k| 2459  non teachers
Finance and [T 281
Housing and Technical 2108
Social Wark 2043
Total 15654 i
The development needs of aur employees are diverse, We must ensure that
all employees have fair access to leaming and development,
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' .w Learning and development in South Lanarkshire Council falls
into two main categories:

'3
o corporate

T3 job specific

Corporate learning and development

Employees from across all Council Resources take part in corporate learming and
development. This development addresses skills and knowledge required by all employees
whatever their service or job role. In particular, corporate learning and development
addresses the core and management com petencles and the Councll's policles and

procedures.
& E
[ Management development is one of the most important areas coverad comporately, If our
ﬁ\ managers have the skills and knowledge to effectively manage their wark groups, employees
.Y

will receive the proper leadership, development and feedback to do their jobs and feel
- valued. Itis this corporate learning and development which carries and reinforces the

uncil's values and culture and ensures that all policies and procedures are being delivered

=
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consistently and fairfy across the Council Resources and that no one group receives different ‘
treatment frarm another, i

This is how the strategic chjectives of the organisation are conveyed and implemented
consistently and clearly across all employes grougs. The development is delivered ina
variety of ways, There are four programmes for managers at a num ber of levels:

Leadership Programme aimed at senior managers
Management Development Progrannme almed at middle managers

Front Line Managers Programme aimed at team leaders

G

Practical Supervision Programme almed at supervisors

All programmes are accredited externally and are run in partnership with external
arganisations, The programmes are independently assessed for quality to ensure the highest
standards while still maintaining £laments specific ta the Councils' strategy and polleles,

Delegates from all Resources atmend the programmes and this helps to promate netwarking
and partnership warking s well as an understanding of what other Resources do and how
toavold duplication. The programmes are delivered by the accredited tralners from the
Coundl's Corporate Leaming and Development Team.

The Corperate Learning and Development Team also provide a wide variety of courses which
are not part of the above programmes. These include personal development and online
packages, The team also provide a consultancy service which delivers customised develop-
ment to Resources an request,

The Council has invasted in a Corporate Leaming and Developmeant Centre located In Atholl
House, East Kilbride. This centre provides state of the art tralining accormmodation and is
available for use by all Coundll Resources,
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Partnership

Fartnership is an important aspact of leaming and
development in South Lanarkshire Coumeil,

Inter-agency training is sdministered by Corporate oy
Rescurces and this enables training which is delivered ro a T - "'F:—_"""-..
range of grouis in the public, prvate and voluntary sector J ;
1o be recorded and evaluated.

This bs wital in particular areas such as child protection where employess must be trained and
this training must be reconded for awdit purposes,

Through the Clyde Valley Consortium, the shared services agenda aims to make efficiency
savimgs through local authorities working together. A pertnership approach to kearning and
developmuant fs becoming the preferred way of warking, To date, First Ald training |s heing
delivered through the partnership with discussions taking place in a number of other areas,

IT training

IT Training Services is responsible for the design and delivery of 2 range of lsaming and
development to enable employees to use technologies to their full potential, Training ls
offered to all of the Coundil's 6,000 IT wsers. Continued support ensures laarning from the
training rocom ks consolidated in the workplace.,

The section also delivers IT Training toour pareners in ather authorities such as Morth
Lanarkshire and East Renfrawshira.

Specific learning and development

Specific leaming and developmant is necessary for employees to cary out specific or
specialised job roles. This may be dellverad by Resource specific training teams or

alternatively it may be bought in and delivered by external experts e.g. engineers or legal
ecialists,
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Information on all aspects of learning and develapment in South Lanarkshire Counell is
avatlable through the Council's Intranet. There is a customised learning and develapment
areqard this has the facility for interaction as well a5 providing employees access to learning
and developrent information. Course delegates can also access information and
background reading associated with development programmes and Individual courses,

Reporting and evaluating the impact

Fesources report on their leaming and development plans through their Resource Leaming
and Development Groups to their senior management teams and to the Corporate
Management Team and elected members, These reports include investment, in terms of
maney, time and resources and provide examples of how learning and developement activity
has impraved service defivery.

All formal kearning and development is subject ta the Council’s evaluation strategy, The
strategy outlines the stages of evaluation and the methads that can be used to capture

infarmation.

Immediate reaction is measured using a guestlonnaire at the end of courses or events, This
information is anahsed electronically and provides a snapshot of employees’ initial react|ons
1o what they have leamed and the process of kearming. Impact on the individual and theie
wiork is measured by a further questionnaire three menths after the evant. This information
gives feedback on whether the individual and their line manager feals the learning has made
a differenca to them and their work, All of this data is used to improve learing and
development activities. Consultation and focus groups are also used to provide more
quabitative information.

At a local level, managers discuss learning and development pre and past event with

employess to determine whether It has met fts aims and objectives and whather any 4
further action is necessary. This is also discussed at PDR meetings. ?

Learning and Developrent Strategic Frarmawark




#

F

; Continuous improvement
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Our desive for continuous improvernent has been at the centre of aur business since the
Council was formed in 1995 and is driven by a varisty of factors, inchuding Central
Governmant, the Scottish Parliament and by the rising expectations of cur citizens.

The Council's commitrment te appropriate leaming and development For all employees is
embedded in cur approach 1o continueus improvernent and is lustrated by the Council's
retengion of Investors in People (iP] status and recent acquisition of Excellence in Customsr
Service (LK) (formerdy Charter Mark] for the Corporate Learning and Development Cantre,

1IF is about investing In people fior success, People are at the heart of what we da. Our
success depends on getting the best out of everyone, Ous Investment in our people helps us
achieve ouwr abjectives as described In Connect.

Exceifence in Customer Service (LUKY is & natfonal customer service standard that offers pubdic
sector organisstions the ooportunity to work through a custemer focused improvement
programme leading o recoegnition for delivering excellent customer service. The standard

pasts the customer at the centre of every aspact of service delivery,

The Council's Learming and Development Team successfully achieved the standard in 2007,
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List of useful contacts %

Gill Bhatti Ernipleyes gilihattigsouthlanarkshira.gov.uk 01698 455604
Developrment and
Diiversity Manager

Susam Mair Personnel Adviser susan.mairgsouthlanarkshire.gav,uk 01355 BOEART

Jufe Harkins

Cornmunity Training and Health | julie. harkinsgnsouthlanarkshire.gowv.uk 015098 454757
Resounces and Safery Adviser

Dl Russell

Enterpeise Perfarmance and dawid, russeli@south lanankshire oov.uk 016584 455116
Resources Development Adviser

Angeda Mitchell

Finanee and IT | Trabning Adviser angelamitchall@southlanarkshiregovuk | 01698 455386
Resources

Paul McLauwghlin
Education Training Adviser pavl.mdaughlin@southlanarkshiregovuk | 016598 459485
Resources (rom teaching]
May Boyd

Education fudwisar iy, boydgscuthlanarshire.gov.uk 01658 737527
Resources
teachinl

Lynin Broaks

Housing and | Training Advlser hynn brooksgsouthianarkshire.gov.uk 01698 4540482
Technlical
Aesources

Willie McAllan

Secial Work IITmInII'ng Adwizar willie.mcallangsouthlanarkshiregovak | 01688 727470
Rescurrces

Clyde Valley Leakning and Development Project

Garry Farrel|

Praject Manacger gamyfamelli southlanarkshiro.gow,uk 014598 454240

|
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