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Introduction

Harrow is committed to transforming the way it works and delivers services. Everyone, from councillors and directors to street cleaners and care workers, will need to “work more flexibly; across professional boundaries and developing and using new skills and competencies.”
 The success of the transformation will rest on the understanding, motivation and effectiveness of everyone. That’s why a key driver for this vision will be the HCU – Harrow Corporate University
 - a major, groundbreaking project, unique in local government, the first of its kind in the country.
  
A corporate university is an internal structure designed to improve individual and business performance by ensuring that the learning and knowledge of an organisation is directly connected to its business strategy. The HCU will enable the Council to develop rapidly as a genuine learning organisation – one that recognises that active learning by individuals and teams is the life-blood of innovation and improvement.  

The July 2004 report to Cabinet showed how the HCU would underpin service improvement with a lifelong learning resource for the entire Council and its local partners, organised corporately to meet corporate objectives. It will also pave the way to Harrow Council becoming a significant work based learning provider in its own right, able to draw down further direct funding from the LSC to deliver an apprenticeship programme for young people. 

The Story So Far

Council Cabinet has endorsed the need to develop a detailed project plan subject to wide consultation. A number of actions have been taken in line with the Cabinet decision to prepare for the current report:

· A Project Team has been set up to manage the development phase with representatives from all Directorates and UNISON, and supported by an external consultant. 

· A survey of attitudes to learning and the HCU concept in which 51 managers, union learning representatives, representatives of the Black Workers and Disabled Workers Groups took part, demonstrated enthusiasm for a project to strengthen learning at work and workforce development to enable employees to develop their full potential

· Elected members of the three main parties have been briefed on the progress of the project

· There have been discussions with local business people and other key potential partners including Harrow Colleges.

· An audit of current training and learning activity within the Council has been carried out to establish overall spend 

· A meeting with potential champions of the HCU, drawn from across the Council has been set up for early 2005 to explain the initiative and ways in which employees can take it forward

· Meetings with members of the Local Strategic Partnership have been set up to brief them and to discuss its relevance to the work of the Harrow Partnership.  A larger scale meeting of partners and stakeholders will take place later in the process.

· Further discussions are continuing with the Learning and Skills Council (LSC) with a view to establishing Harrow Council as a work-based learning provider and to set up a Harrow Apprenticeship Programme. 

The Current Position

The Council has made great strides in recent years in re-directing its energies on customer focused service delivery. The successes include achieving Investor in People status and the impact of the High Performing Teams pilot on front line service delivery
.  

Harrow employs some 5,600 people of whom 2,600 are based in schools.

Employees are spread across more than 100 locations in the borough. 45%

are part-time staff.

The overall responsibility for the training of staff sits within the directorate of Organisational Development, with significant provision for about half of the borough’s employees from within the Directorate of People First, especially for those employed in schools and social care.

In practical terms, decisions about training for Harrow employees, as in most organisations, are largely taken by service managers across the four directorates.

An estimated 8,409 days and £4.6 million were spent on training by Harrow staff in 2003/4. This works out at about 1.5 days per employee- but the learning is not distributed evenly. In fact managers estimated that in 2003/4 only about 60% of their staff undertook any formal learning.  What is particularly significant about this data is the high numbers of employees – some 40% - who appear to undergo no formal learning at all. Those not taking part are predominately from the lower end of the scale, thus perpetuating the cycle of educational disadvantage.

Outside of the Civic Centre, the Teachers’ Centre is the most significant location in the borough for the provision of training. Located in a former school building and sharing a hall and gym with Whitefriar’s School, the Teachers’ Centre underwent a Best Value Review (BVR) in 2002-2003.  
The BVR concluded that there is a clear continuing need for a centre for training in Harrow. It suggested that the Teachers’ Centre’s prime purpose should be as a venue for continuous professional development (CPD) of the Council’s staff and not exclusively for teachers and early years staff. Cabinet in April 2004 took the view that the future of the Teachers’ Centre should be subsumed within the HCU development.

The Teachers’ Centre has recently secured Skills for Life Professional Development Centre ‘Satellite’ status, resulting in £32k funding from the local LSC for additional resources.

The Issues 

Although Harrow Council has made great strides over the last few years and has attracted national acclaim for some of its services, decisions about learning at work in the main are taken in isolation from the key corporate priorities. This project has highlighted the Council’s limited knowledge and analysis of the exact nature of the investment in learning and training and how this capacity is distributed across the organisation.
In 2004, for example, the staff survey revealed 

· a gulf in understanding between senior managers and the rest of the workforce about the significance of the New Harrow Project,

·  Few managers connect investment in learning with improvements in service delivery. Indeed, there are no systems for measuring the impact of current investment on service performance.

However, more positively, the staff survey also showed that

· a significant number of managers see individual performance review as a key means of establishing return on investment, there is no concerted attempt to evaluate the benefit to the whole Council of individual learning

· overall, ‘there is little awareness of the learning benefits to the Council of enhanced employee motivation, recruitment of staff and the likelihood of retaining good people by providing development opportunities for them.’

The information about the Council’s workforce needs to be set alongside what is known about workforce development needs amongst other local employers and community learning needs. These show an equally pressing need for widening participation in learning and workforce development programmes to improve diversity and to tackle disadvantage. Harrow’s future as a prosperous and inclusive borough depends on this.

The Opportunity, the Vision

Harrow Council will be the first Local Authority to establish a corporate university. Aside from the prestige that successful delivery of the project will bring, the creation of the HCU will enable Harrow to address the key challenge faced by all public service providers: the need to develop the skills and knowledge of the workforce alongside the understanding and engagement of the public they serve. Delivering the HCU successfully will contribute to the Council’ readiness for CPA assessment and also strengthen the case for improved resources and flexibility from government departments and agencies such as the LSC and the London Development Agency (LDA).

A three-year timescale is envisaged as realistic and sustainable to realise and develop the HCU.

HCU will initially:

1. Begin as a series of pilots involving joint work on certain agreed programmes such as induction and basic skills, targeting employees who do not participate in formal learning 

2. Aim to build on existing programmes – principally those run by OD and People First – bringing them together in a federation coordinated through an extended team to ensure that the best use is being made of existing learning resources e.g. IT training 

3. Operate as an integral element of major corporate projects including business transformations, First Contact, area working, Every Child Matters and public realm management, and deliver direct benefits to these in terms of improved performance. Identify opportunities for collaboration with external partners such as the Primary Care Trusts or Colleges so as to maximise income streams and make best use of joint resources e.g. social work training or family learning Deliver a Harrow Apprenticeship programme and other programmes to improve diversity and skills within the Council and other employers

4. Commission new initiatives as a means of building a firm base throughout the Council

5. Be guided by a HCU Project Board in setting strategic priorities for refocusing resources on key corporate needs and to add value to existing programmes of activity.

Later, HCU would move on to:

· provide an individual learning entitlement to all employees with access to IT for learning in the workplace

· create a Harrow Lifelong Learning Network, providing accessible learning for all through a partnership between public, private and voluntary sectors

· deliver with the voluntary and community sector a coherent programme of community leadership and development.

· review existing resources, including learning venues such as the Teachers’ Centre, and ensure that they are used to maximum effect.

Key Objectives

1. To provide high quality and easily accessible learning opportunities inside the Council and across the Borough

within the Council, in schools, colleges, libraries, workplace learning centres, children’s centres, leisure centres and community centres, through a local network of learning centres, access to computers and the internet, learning champions in the community and the workplace, accreditation of formal and informal learning programmes for leisure, work, community development and personal fulfilment, backed up by a comprehensive package of support

2.To drive service improvement across Harrow 

by promoting customer focus, effective teams, and a pro-active approach to engaging the community in service design and delivery through user groups, advocacy and partnership with the community and voluntary sector  

3.To diversify the Council’s workforce, enhance its skills and tackle skills shortages, setting new standards for all public services in Harrow

by promoting recruitment from all of Harrow’s communities, trainee entry schemes for young people, the wider take up of learning opportunities, and with a learning entitlement for all and an appropriate individual learning plan.  Backed up as resources allow by a comprehensive package of support including mentoring, basic skills, information advice and guidance and childcare and other care responsibilities. 

4.To strengthen the competitive base of local businesses by diversifying the local workforce, improving skills and tackling skills shortages

by promoting recruitment from all of Harrow’s communities, trainee entry schemes for young people, the take up of learning opportunities, and a learning entitlement for all backed up by a comprehensive package of support as resources allow

5.To help strengthen local communities and community and voluntary sector organisations

by equipping them with the skills and knowledge they need to understand, influence and shape the decisions that affect them

In some cases, the HCU will commission learning, sometimes act as direct provider but usually act as a broker ensuring that the learning is provided in the most effective ways possible.

The programme will draw on a range of techniques including classroom instruction, informal learning, learning on the job, learning on-line, underpinned by: 

· a comprehensive learner support package, as resources allow, including access to a mentor, basic skills, progression and career planning, information, advice and guidance (IAG), childcare, other care and transport

· quality, accreditation and inspection systems and support including regular review of existing programmes and improvement targets. Where appropriate, learning will be accredited, through a flexible and responsive credit framework that encourages participation, leading to nationally recognised qualifications to enhance career prospects

· a new venture, Harrow Learning Net (local e-learning centres network) with a virtual learning zone for council employees -access to an internet-linked computer with tailor-made learning and self-assessment programmes, linked to the Council’s Learning Management System. 

The table below summarises the differences between the HCU and traditional approaches:

	The traditional training approach
	The HCU- a learning community

	Monopolised by higher grades
	For everyone, at every level, in every workplace

	Paper based
	On line and paper based 

	Off the job
	On and off the job 

	Individual
	Individual, team and corporate

	At set times and places
	Flexible delivery, by negotiation, at work and remotely

	Formal, classroom based
	Formal, informal, e-learning, coaching…

	Little or no measured impact on service delivery
	Focused on measurably improving corporate and individual performance

	Largely uncertificated
	Award bearing where appropriate


The HCU Programme

The HCU programme will comprise learning opportunities for

· the Council’s workforce

· for employers across the Borough, private, public and not-for-profit

· for local residents, communities and voluntary organisations

The programme will be delivered in a wide range of high quality learning centres including extended schools, the workplace, community centres, Sure Start and Children’s Centres as well as Council venues such as the Depot, Teachers’ Centre and Civic Centre.

It will explicitly promote the active involvement of under represented or excluded groups and monitor delivery to ensure that the groups with greatest need are being supported.

The programme will fall into the following main sections:

1  Learning Together – with our workforce 

1. Induction/Updating

For new staff and those new in post

2. Promoting and Managing Learning 

Including learning in teams, learning by doing and work process analysis (building on the successful experience of the Work Foundation High Performing Teams project), performance management, project management, learning needs analysis, appraisal and IiP, coaching and progression, talent spotting, basic skills assessment, communication (with colleagues, customers and partners) signposting and progression planning, acting as a learning champion, managing quality and preparing for inspection 

3. Corporate Priorities

Including customer focus, area working, integrated service delivery (Every Child Matters; Youth Offer), equality and diversity

4. Leadership and Management

Including fast track schemes, training for elected members, succession planning, designing/implementing equality and diversity programmes, development programmes to embed the desired leadership behaviours and skills as an enabling tool to take the organisation forward.  Personal coaching for senior managers. Positive action management programmes for underrepresented groups in the workforce or a service.

5. IT

Including First Contact system, appropriate IT accreditation, specialist IT, financial monitoring and control systems for managers and finance managers, access to the intranet, training on use of Groupwise and intranet for all

6. Professional Qualifications

Including early years, teachers’ INSET, teaching assistants, accountancy, caring for the young and the elderly, social work, librarianship, planning, legal, technical, sports coaching and leadership

7. Statutory Responsibilities 

Including health, safety and welfare (duty of care), child protection; equality, human rights and anti-discrimination legislation, community safety, food safety and preparation.

8. Apprenticeships and Traineeships

Tackling skills gaps and shortages, developing vocational pathways at 14+, Positive action programmes, work shadowing, work experience, mentoring, leadership training,

CASE STUDY 1

Induction

Currently, Harrow Council lacks a consistent, corporate approach. The HCU will develop in collaboration with directorates a programme and materials to introduce new starters to the work and ethos of the Council and the specifics of service delivery for their area, reflecting the business transformation strategy and First Contact. It will be backed up by a new entrants support package, including mentoring, linked to a personal development plan and regular appraisal to ensure that emerging problems (e.g. communications or basic skills) are quickly identified and resolved. The induction programme will combine web-based learning with visits, work shadowing and group sessions. 

CASE STUDY 2

Basic Skills

Currently, there is no systematic approach to identifying and helping employees with basic skills problems. These problems may include difficulties in reading, writing or understanding spoken English. The HCU will, in collaboration with local providers, begin a systematic screening programme through the induction programme and the appraisal system. Managers throughout the Council will undergo training in basic skills assessment and signposting so that they can recognise problems and know where to turn for help. Personal development plans will record progress in tackling basic skills and employees will also be able to receive help in improving report writing.

2  Learning Together – with local employers 

The HCU offers real potential for developing collaboration with other local employers and Harrow in Business, so as to pool resources, expertise and premises, and build each other’s capacity. Children’s Services is just one example of one area where the Council will need to cooperate increasingly closely with other services such as the Police and the PCT. The Council’s growing expertise in customer contact will be of interest to other service providers, commercial as well as public. The HCU will also be an important conduit through which will flow expertise from other employers. The Council will also want to maximise the benefits of its investment in learning at work by selling its services more widely. The HCU will initiate early discussions with local employers about scope for collaboration, beginning with the activities laid out in the previous section.  It may also be appropriate to develop expertise in related areas such as social enterprise, live-work units and business incubators.

3  Learning Together – with local communities

The community dimension is increasingly important to the Council in several ways:

· user engagement: the experience of Urban Living and public realm management has pointed to the value of user groups in managing facilities and designing improvements through collaboration with service managers and service teams

· civic renewal and service delivery: the review of grant aid to the voluntary and community sector points to the need for a more comprehensive engagement as the basis for civic renewal so that both sides are able to understand and influence each other’s agendas including, for example, new forms of service delivery and new opportunities for young people

· ‘the hard to reach’: the Council will lean increasingly on the capacity of the voluntary and community sector as a means of making contact with hard to reach groups such as carers, ex-offenders, those with substance abuse problems, mental health problems, refugees and economic migrants, and as a means of strengthening local policies for equality and diversity and social cohesion

· widening participation in learning: the Council will want to build on its successful Adult and Community Learning programme to reach out to neglected groups and areas of Harrow and to strengthen pathways to work for the workless.

The Roll-Out

The Project Team has identified a number of criteria for guiding debate about the best options for the way forward:

1. Enable the HCU to achieve its objectives

2. Establish a clear vision that is not limited by historical practice and drive for success

3. Be affordable and make best use of available resources

4. Realistic in terms of organisational capacity and timescales

5. Create a wide sense of ownership across the Council and with partners and communities

6. Identify a clear line of responsibility and accountability for delivery.

The Team considered 3 options for roll-out:

· Incremental

The HCU would begin as a series of pilots involving joint work on certain agreed programmes such as induction and basic skills. A small central staff would be appointed to coordinate the work and to link corporate and directorate priorities. The HCU would advance step-by-step, digesting the outcomes of the pilots and developing structures and programmes accordingly.

· Organic 

Involves building on existing programmes – principally those run by Organisational Development and People First – and bringing them together in a federation coordinated through a small central team. This has the merit that it starts from where the organisation is, but it is flawed by the risk that it merely combines existing learning cultures rather than creating a radically new approach.

· Full-scale 

This is the Project Team’s recommended option. The HCU in this model provides a corporate and Harrow-wide catalyst for transformation in service development and the workforce development that must underpin it if it is to succeed. The HCU will, therefore, operate alongside the major corporate projects including business transformation, First Contact, area working and public realm management, and deliver direct benefits to these in terms of improved performance. 

The major risk here is about matching capacity to the scale of delivery required but this can be tackled by ensuring that the best use is made of existing training and learning resources, and that an the HCU Strategic Board guides the refocusing of resources on key corporate priorities to add value to existing programmes of activity.

Key Features of the Preferred Option

1. Strategic management achieved through closer planning and collaboration between directorates and with other partners outside the Council, around an agreed medium term plan and budget, reflecting local strategic needs.

2. Begins by coordinating activities of existing internal providers but moves by year 3 to organisation integration 

3. Managed by compact Project Board
 reporting to larger and a more inclusive HCU Strategic Board, which will include external partners

4. Project Board chaired by the HCU sponsor, within the directorate of People First, taking responsibility for delivery- though not owned by any one directorate and responsible to the Strategic Board.

5. Small central staff is appointed to coordinate and monitor the initiative, link corporate and directorate priorities, and collaborate with directorates and external partners in quality and delivery

6. Core Staff comprises the HCU Director and full time or part-time staff or secondments from directorates and key external partners plus administrative support.

7. An Extended Team is identified from existing staff resources in each directorate to work with the core team to develop, embed, broker and ensure projects implemented by the HCU are fit for purpose.

8. The HCU manages an investment/development budget that it uses to commission new approaches and to stimulate demand for learning e.g. by funding learning entitlements for employees or groups of employees

9. Demonstration of pilot programmes in year 1 to achieve quick wins and to try out new ways of learning at wok. 

Resourcing

Key Components
The vision for the HCU will not be realised without investment in capacity. This will entail 3 key components:

· A ‘Core’ Staff Team.

· The Extended Team

· An Investment Fund. 

Core Staff Team.

This team will take responsibility for delivering the HCU action plan.

 The Principal

Responsible for:

· Delivering the action plan for the HCU, 

· Leading the strategic planning 

· Developing bids and projects to increase funding

· Ensuring effective communication and partnership working with both internal and external organisations.

· Monitoring and implementing a quality assurance process

· Raising the profile of the HCU.

The Project Workers 

Project workers will be employed or seconded to work in the HCU and deliver specific projects, cross-organisational initiatives, community capacity building and partnership working. They will initiate and develop projects, deliver learning programmes, train, recruit, support and mentor learners & champions. (These posts could well be shared between people through secondments, consultants and fractional posts) 

Administrator

Responsible for delivering the communication strategy, keeping the records, collecting the data for returns and financial reports.

The Extended Team

A larger Extended Team is required for which existing post holders will be sought, on a fractional basis, from within the directorates and services.  This is essential as it will symbolise support from all sections of the organisation and will begin to embed the HCU within service areas. The team should be balanced to ensure greater representation from those groups who are currently under-represented.  Members of the team could be ‘selected’ for short or longer-term periods depending on their responsibilities and areas of interest. 

The Extended Team will grow the capacity of the HCU, but more importantly will create career development opportunities across the organisation.

The HCU: Proposed Structure 




Key 

Line management              

Function management ……………..

The Investment Fund 

New work, projects and initiatives will develop as the HCU develops, and a flexible uncommitted fund will be essential to be responsive and effective. The fund will also allow the commissioning of bespoke learning.

The use of Learning Champions and Mentors requires training, support and funds. We need to be able to make their ideas ‘happen’ quickly.  Each directorate also needs to have a quick visible return on the investment made.

An early priority for the Core Team will be to identify and negotiate the scope for a refocusing of resources on strategic priorities, which will include the replacing of the one-off funding through efficiencies and external funding.

The Budget 

Projected Income 2005-07

	
	05-06
	06-07

	Investment fund
	£100k one off
	Found from income generation

	Staffing
	£51.2K found from 7.2% top slice of external training costs
	As in previous year

	
	£100k one off 
	£100k from grant funding for training budget (remainder of this budget goes over to HCU management)


Planned Spend 2005-06

	2005 – 2006
	Resource
	Costs 
	Additional

Funding Request (£)
	Comments

	Staffing Core Team
	
	
	
	

	Principal HCU
	FT
	57 600
	
	

	Admin 
	
	21 600
	
	

	Project workers
	2 FTE
	72 000
	
	

	
	
	151 200
	0
	In principle, it is intended to fund these costs from internal efficiencies with some one-off funds in 05/06

	
	
	
	
	

	Extended Team
	
	
	
	

	People First – ACL
	0.2
	60 000
	
	Staff will be identified who currently have a role in training or development activities or who have ideas to improve services.

	People First – SDS 
	0.2
	
	
	

	PF – Area working
	0.3
	
	0
	

	Urban Living
	0.2
	
	
	

	Organisational Devt.
	0.4
	
	
	

	Chief Exec. Team
	0.1
	
	
	

	
	
	
	
	

	Investment Fund
	
	
	
	

	Investment / development fund
	New delivery  & HCU start 
	100 000
	100 000
	One-off in 05/06

	Internal Resources
	
	
	
	

	Teachers centre 
	Room rental
	15 000
	0
	

	ACL
	Laptops and van use
	  4 000
	0
	

	ACL
	Skills for life – ICT Training
	10 000


	
	Delivery of training by ACL staff 

	Learning Resource Centres
	Room Rental
	15 000
	0
	

	External Income
	
	
	
	

	LSC – Preparation for delivering trainees
	Training staff to deliver & assess
	50 000
	 50 000
	Contract in negotiation

	Tender to ESF round 3 in October 2004 
	 £404 000 bid made 
	Not yet known
	
	Decision in 

Jan 2005


APPENDIX A

The HCU Action Plan Year 1 2005 –2006

	Key Theme / function
	Activities
	Outcomes
	Timeline 

	Creating the HCU 
	Set up the Strategic Board

The HCU Principal recruited 

Internal and external recruitment for the HCU team completed
	Strategic Board has internal and external membership and meets 4 times a year.

Manager in post

All posts filled or secondments secured 
	April 2005

May 2005

	Ensure learning priorities reflect corporate priorities.
	Set overall learning and investment priorities in accord with corporate priorities for three year period and annually


	Priorities set and implemented 

Monitoring of achievement against priorities by Board and reporting structure agreed.

Carry out a mid year review and produce a three year plan for cabinet
	April 2005

May 2005 then ongoing

November 2005

	Deliver Apprenticeship and vocational training.  


	Agree with the LSC the steps to preparing to become a work based learning provider.

Agree the areas of greatest skills shortages suitable for Apprenticeship


	Develop and implement an action plan – achieve approved provider status.

Recruit Apprenticeship students; agree the vocational areas for training.
	Plan – March 2005

Approval July 2005

September 2005

	Key Theme / function
	Activities
	Outcomes
	Timeline

	Write a commissioning prospectus, Commission projects


	Work with all directorates in developing a coherent approach to induction to new recruits and new in post 
	Develop an action plan to produce an approach to induction that includes – core, selective and optional content so that it can be tailored for all levels and services.
	To be agreed

	IT Training 
	Integrate, reduce duplication and make best use internal and external courses for IT Training.
	Develop an IT entitlement 

IT needs to be integrated as part of induction 
	

	Community Capacity

 To strengthen the capacity of the community and voluntary sector by addressing the learning, development and support needs.
	Carry out consultation / research in partnership with HAVS

Establish pilot to open up appropriate Council Training provision to the sector.
	A report that establishes needs and recommends a way forward.

Evaluate the benefits of volunteers and staff attending Council training and agree a way forward.
	Oct 2005

Jan 2006



	Increasing Diversity


	Work with Black Workers and Disabled Workers Groups and external networks and groups to identify good practice 
	Develop positive action support and programmes to increase access to careers and jobs in the Council and with other strategic partners.
	December 2005

	Infrastructure and Resources
	Carry out review of Council infrastructure for staff learning including venues
	To develop a plan for developing facilities that is fit for purpose and able to deliver the learning entitlement.
	Feb 2006

	Additional funding for the HCU
	Identify and bid for external funding to support delivery 
	Able to increase activities due to external funds
	ongoing


APPENDIX B

3 YEAR PLAN: KEY ACTIONS

	2005-06
	2006-07
	2007-08

	Creating the HCU 

· Set up the Strategic Board

· The HCU Principal recruited 

· Internal and external recruitment for the HCU team completed
	Establish learning entitlement for all

· Develop access for to IT for learning in the workplace
	Develop learning entitlement for all

· Extend IT access to all workplaces

	Ensure learning priorities reflect corporate priorities

· Set overall learning and investment priorities in accord with corporate priorities for three year period and annually
	Continuing review match of learning and corporate priorities
	Continuing review match of learning and corporate priorities

	
	Create a Harrow Lifelong Learning Network (HLLN), providing accessible learning for all through a partnership between public, private and voluntary sectors

· Launch Harrow Learning Net (local e-learning centres network with Teachers’ Centre hub) with virtual learning zone for council employees

	Develop HLLN by engaging 

· community and voluntary sector

· businesses

· neighbourhoods at risk of digital exclusion

	Deliver apprenticeships and vocational training

· Agree with the LSC the steps to preparing to become a work based learning provider.

· Agree the areas of greatest skills shortages suitable for Apprenticeship

 
	Deliver apprenticeships and vocational training

· Develop programmes in priority skill areas
	Deliver apprenticeships and vocational training

Develop programmes in priority skill areas

	Write a commissioning prospectus, Commission projects

· Including induction and basic skills
	Commission Projects

· Develop corporate approach to action learning and improving team performance
	Commission Projects

Develop corporate approach to action learning and improving team performance

	IT Training 

· reduce duplication and make best use internal and external courses for IT Training
	IT Training

· bring about integration with corporate projects
	IT Training

· extend IT training to external partners

	Community Capacity

 To strengthen the capacity of the community and voluntary sector by addressing the learning, development and support needs

· Carry out consultation / research in partnership with HAVS

· Establish pilot to open up appropriate Council Training provision to the sector.
	Community Capacity

· deliver with the voluntary and community sector a coherent programme of community leadership and development.


	Community Capacity

· deliver with the voluntary and community sector a coherent programme of community leadership and development.



	Increasing Diversity

· Work with Black Workers and Disabled Workers Groups and external networks and groups to identify good practice


	Increasing Diversity

· Develop leadership and mentoring programmes for black and disabled workers


	Increasing Diversity

· Extend leadership and mentoring programmes to external partners

	Infrastructure and Resources

· Carry out review of Council infrastructure for staff learning including venues
	Infrastructure and Resources

· Agree three year investment plan

· Begin implementation 
	Infrastructure and Resources

· Continue implementation

	Additional funding for the HCU
· Identify and bid for external funding to support delivery
	Additional funding for the HCU
· Identify and bid for external funding to support delivery
	Additional funding for the HCU

· Identify and bid for external funding to support delivery


APPENDIX C

Financial Analysis 2004 –2005

	
	Harrow Council Training Expenditure Summary
	
	
	
	
	
	

	
	
	CE
	BC
	OD
	PF
	UL
	Total

	
	
	£000
	£000
	£000
	£000
	£000
	£000

	
	
	
	
	
	
	
	

	1
	External Training Costs
	54
	85
	136
	358
	80
	713

	          
	
	
	
	
	
	
	

	2
	Staff delivering training
	12
	
	256
	387
	
	655

	
	
	
	
	
	
	
	

	3
	Staff replacement costs
	
	
	
	113
	
	113

	
	
	
	
	
	
	
	

	4
	Grant funding to voluntary sector
	
	30
	
	
	
	30

	
	
	
	
	
	
	
	

	5
	Grants funding received for training
	
	2
	
	475
	
	477

	
	
	
	
	
	
	
	

	6
	Teachers Centre
	
	
	
	236
	
	236

	
	
	
	
	
	
	
	

	7
	Training rooms
	
	
	
	
	
	0

	
	
	
	
	
	
	
	

	8
	INSET programme
	
	
	
	2226
	
	2226

	
	
	
	
	
	
	
	

	9
	Trainees
	79
	40
	
	
	
	119

	
	Total
	145
	157
	392
	3795
	80
	4569


Please Note:

1. While all training activities in Harrow council could be ‘badged’ as HCU, it is important to understand the varying degrees of flexibility available in the budgets, and therefore that some of the above costs may not be available to the HCU

2. Staff involved in delivering training as a part of their current role could remain within their services, but also work with the HCU

3. The Teachers Centre is a key resource and the budget is used for the running of the Centre. It is expected to be one of the major centres for HCU provision.

4. The largest part of this budget is for the ‘traded’ INSET service to schools.  These costs include salaries for advisers and support staff that provide the INSET programme.

5. Even when school-related training costs are stripped out, PF spends a disproportionate amount of the total, especially in comparison with UL. This is likely to reflect the under-representation of low paid employees in current training and development programmes and the traditional skewing of programmes towards salaried staff.

APPENDIX D

HCU Project Team (current)

Project Sponsor:

Khan, 

Javed

Director of Learning & Community Development  

Board Members:

Arjoon, 
Bindu

Service Manager, Policy and Partnership

Barrett, 
Myfanwy, 
Director, Finance and Business Strategy

Freshwater, 
Lisa 

HR Manager

Leach,
Melvyn
Manager, Harrow Teachers’ Centre

Luthra-Suri, 
Anita 

Group Manager, Lifelong Learning

Mcdonald      Ken               UNISON

Rees,

Margaret 
Group Manager, Organisational Development

Styles, 
Sue

Director of HR/Organisational Effectiveness

Travers,
Jill

Senior Solicitor, Legal - Education & Employment 

Trehern, 
Andrew
Area Director, Urban Living 

Yarnit, 
Martin

Consultant

Glossary

ACL



Adult & Community Learning

Basic Skills


Ability to perform arithmetic, read & write

BC



Business Connections

BVR



Best Value Review

CE



Chief Executive

CPD



Continuous Professional Development

CPA



Comprehensive Performance Assessment

ESF



European Social Fund

ESOL



English for Speakers of Other Languages

HAVS



Harrow Association of Voluntary Services

Harrow Learning Net
e-learning centres and virtual learning zone

HCU



Harrow Corporate University

HLLN



Harrow Lifelong Learning Network

IAG



Information, advice and guidance

IiP



Investors in People

INSET



In-service education and training   

LDA



London Development Agency

Learning Champion

A person who encourages other people to learn

LSC



Learning and Skills Council

Mentors 


A person who supports and coaches people

OD



Organisational Development

PCT



Primary Care Trust

PF



People First

Sure Start 


Government programme for children & families

UNISON


The public service union

UL



Urban Living

Project Board








Principal











Group & Service Managers





Administrator





Project workers


(2 FTE)





Extended Team





DRAFT





DRAFT





The HCU Strategic Board











� Working title subject to confirmation.


� Strategy for People, March 2004


� The use of the word ‘University’ is by custom and practice associated with further and higher education.  This became enshrined in law in the Further and Higher Education Act 1992 (Sections 76 & 77 refer).   At this stage, it is not envisaged that this proposal will operate as a higher educational institution as defined by law.  Any uncertainty regarding the use of the word University is avoided by naming the initiative HCU.


� According to enquiries carried out with IDeA – the development agency for local government - and the Sector Skills Development Agency.


� STAR programme developed in collaboration with the Work Foundation.





� Fujitsu good practice.
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