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Executive Summary

The Local Government Management Services Board (BEBMinitiated this survey
to gather information from 3 separate and distgnoups:-

1. The Senior Managers and Directors of the Businests U

2. The Senior Management Team and the County Mandgef/Executive

3. The staff members through the training requestg iinede in their PDPs

The survey which received 34 submissions genefatebest as is possible given the
breadth of information sought) the overall nationaicture of training and
development needs for the main functional arealsinvihe Local Authority network.

It further provides the budgetary situation in eatlthe Authorities given the current
economic climate and attempts to quantify how thedgetary constraints and the
impact of the downturn will affect the work of thaits over the next 2/3 years.

Information has been provided on the business s$satffecting 13 specific units and
what training and development the staff are likelyneed to deliver on these issues.
Looking to the future as the cutbacks continuesrdpnts are asked to consider what
additional skills staff are likely to need to deivon the corporate agenda. While
each of the 13 (see section 1) listed a wide wamétissues, revenue generation,
maintaining quality service delivery, and keepirgeast of both technology and
legislation featured prominently. Regarding skilevelopment (in addition to
mandatory requirements to comply with legislatiorg.eHealth and Safety,
procurement, financial management) the main remerdg of managers for their staff
is ‘flexibility’ — organisations need to be able ‘tteliver more with less* and they
need staff who are willing and able to multi-task.

The impact of the Department of Finance staff embaon recruitment and the
reduced funding (both central and local) couplethweduced revenue generation is
recorded by all the respondents. Over 50% of teparedents have had their training
budget cut by up to 25% and almost 10% by up to 30%bit is acknowledged that
this trend is going to continue. The challengeinfigdraining officers is how to
continue to deliver on the legislative commitmewtth regard to Health and Safety
(which takes up to 50% of a training budget) withever reducing budget. Coupled
with this is the need to identify innovative coffieetive ways to develop and enhance
staff performance in order to maintain the highligquaervice delivery which the
public have come of expect from their Local Authies. A small number of
respondents speak of the opportunity to develogatiies working across county
boundaries and sharing skills and expertise andyrhaue already begun to do this.
Aligned to this is the need to implement the recandations of the Taskforce on
Public Sector Reform with the introduction of slthrservices and interagency
working.

Aligning the training needs to the business iswas never been more important —
resources are severely constrained both in termsfuofling and staffing.
Organisations need to ensure that the training #neyscheduling (either in-house or
external) or the "8 level educational assistance they offer to staffhieves it
objectives, enhances staff capability and has & aidl lasting organisational reach.
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Introduction

Against a backdrop of severe economic cutbacksrasource constraint, the Local
Government Management Services Board (LGMSB), ohalbeof the Local
Authority system generally, initiated this NationBdaining Survey. The National
Training Survey is intended to assist the LGMSB dhe National Training &
Development Steering Committee in achieving thitahg objectives:

» to identify the current and future staff trainingdadevelopment requirements
of local authorities as measured against the bssinbjectives of individual
business units /directorates;

» to determine the impact of budgetary constraintswrnent and future delivery
of staff Training & Development activities;

» to identify current gaps in the skills, knowledgeldehaviour of staff that are
being identified through the Personal Developméan PPDP) process;

» to determine the extent to which various typesraintng interventions are
being employed by local authorities in order toiel targeted and value for
money staff training; and

* to identify the extent to which barriers exist vitHocal authority structures
that impact upon the take up of staff Training &B®pment

The survey is divided up into six separate sections
1. Training priorities for individual business units

2. Training priorities for local authorities includirggoss functional generic
training requirements

3. Impact of budgetary constraints

4. Skills gaps identified through PDPs

5. Training interventions being employed

6. Organisational barriers to training
The first section of the report focussing on theibess units was completed by staff
designated by the relevant Director of Service sé@nd section by the County

Manager and Senior Management Team and the rergaaations by the Training
Officer on behalf of the organisation.
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The report contains a section on each of the alaoeein relation to section one
(business units) thirteen (13) separate segmenis been prepared with responses
from:

Motor Tax

Housing

Library Services

Planning

Community and Enterprise
Environment

Water Services
Infrastructure Services

. Finance

10. Information Technology
11.Human Resources/Corporate Affairs/Corporate Sesvice
12.Town Councils

13.Fire Service

©CoNoO~WNE

At the end of the text for each of the 13 busingssts a section has been inserted on
the likely future developments for that businesi and the possible staff T&D that
might accompany any efforts to address these dpwedats. The future developments
have been identified by the IPA and the LGMSB basmud analysis of
legislation/regulations likely to be enacted/innodd/take effect in the coming years.
In addition the LGMSB has incorporated some eleserdntained in various
Government reports focusing on the transformaticth® public services.

A number of functions submitted a very small numbkresponses (5 or less) and
these responses have in the main been incorponatedarger related functions.
Further analysis on very small units and theirfgtaining needs or on business units
that did not provide a geographical spread of resps has not been provided. The
specific units in question are the Architects, ttev Department and the Parks
Department all whom delivered only 3 responselé¢csurvey.

Approach adopted to analysing the results of the suey

The material generated by the survey delivered hatilitative and quantitative data.
The survey was designed to provide a breadth ofnmdtion by gathering data from
many levels of the organisation and then attemptigxtrapolate this to form a
national picture, by business unit, by grade gnogp@ind by overall organisation.

This report consolidates both the quantitative migak returns and the qualitative
commentary from each questionnaire. While conshideramounts of quantitative

data was generated by the responses particulaggations two to six, the questions
asked in section one were narrative and generaedtive style answers. When
reading and interpreting the responses to sectia @articularly in relation to the

business issues facing the business units), th@ations of extracting absolute results
from survey questions which allowed respondentg giarrative style answers must
be taken into consideration.
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While response rates for the survey as a wholeanesatisfactory, the response rates
from some business units to section one may betless complete (e.g. eight (8)
submissions from motor tax). The result of a lowp@nse is less certainty that the
views expressed by the respondents from thesedsssumits are representative of the
business unit from a national perspective.

Finally, it is important to say that Local Authees are not homogenous entities and
they vary significantly in terms of organisatiosée, structure, culture and scope of
work undertaken. This feature has been commented impmany previous reports on
local government devolution and financing arrangamdor local government. In
terms of directorates and business units, themeoistandard template applicable.
Examples of how the location of business units gary are (i) most locations
incorporate Economic Development as part of Commguamnd Enterprise while some
locations see it as part of Planning; (ii) Derel®ites as part of Environmental
Enforcement however it was also recorded as paplarining; (iii) Building Control
as part of Environment again although some incliide Planning; (iv) Motor Tax
was frequently recorded as part of the Financetiomcand (v) the Arts Office can be
part of Community and Enterprise and/or part ofrailg as well as being a Unit in its
own right. In addition within larger counties, givehe scale of demand, single or dual
purpose units may exist with clearly defined boureda Within smaller counties,
there is a greater likelihood of directorates andifiess units having multiple roles
across a range of statutory and other functions.

Working within these parameters while acknowleddimg significant variations that
exist at Local Authority level the purpose of theport is to deliver the following:-
* The overall national picture for the 13 functioaa¢as/business units,
* The budgetary situation nationally for training adevelopment given the
current economic climate
« The most frequently requested training coursesiqmally) through the
PMDS/PDP process for the previously identified grgdoupings.
The 7 grade groupings as supplied by the LGMSB are:

Senior Managers — (ie) SEO/SE
Line Managers

Supervisors of outdoor staff
Clerical/Admin Staff
Engineering staff

Outdoor General Operatives
Technical/Professional Staff

NogokrwhE

A high level overview of the findings with suppagi statistics are provided for all of
the above. Further detailed statistics on eachaseof the report can be provided if
required.

At the end of the text for Sections 3,4,5 and Gdha&re a number of conclusions
drawn based on analysis of the survey findinge#mh of the sections.

In addition to the closing summary at the end efrégport a number of detailed
recommendations have been added on how local aigsand the sector as a whole
can address the issues that have been identifiadeslt of the survey.
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Section 1

Training Priorities for Individual Business Units
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Motor Tax
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Quality Service Delivery Improvements
* Opening hours

e Waiting times

e Quality of service

* Expediency of issuing taxes and licences
* Improving the customer interface
Multi-cultural client base

Decrease in Motor Tax
Revenue
Reduced funding

Business Issues
MOTOR TAX

Leveraging Technology to Enhance
Service

« Increased use of online payment options

Introduction of online taxation of goods

vehicles

Automation of customer service delivery

Increased use of technology

Achieving ‘More with Less’
- Staff embargoes
« Declining skills
» Need to cross-skill staff
« Flexibility
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Motor Tax

Eight (8) units out of a possible thirty-four (34@¢sponded giving a percentage
response of 24%. In addition to this a small nundferespondents incorporated the
motor tax function into the Finance function aneést have been counted under
Finance.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The most significant business issue is how to oomtito provide a quality service
with declining resources and reduced funding fromthb central and local
Government. Underpinning this is the need to na@nand if possible increase motor
tax revenues to try to address the shortfall.

There is considerable focus on the need to achimeee with less’ and how to
leverage technology to maximise enhanced servitisedg Specific aspects that
were listed include:-

« Increased use of online payment options

« Introduction of online taxation of goods vehicles

« The entry by test centres of Pass Statements di\tBd- system

« Increased use of technology and automation of custgervice delivery

Business issues linked to improving standards adice for more traditional
methods of service delivery are:-

e opening hours,

e waiting times,

« quality of service,

« expediency of issuing taxes and licences

« improving the customer interface

Dealing with a multi-cultural client base was idéatl by two of the eight
respondents as a business issue.

While keeping up to date with legislation is a Imesis issue for motor tax,
respondents say that the Department of the EnvieomnDepartment of Transport
and/or Road Safety Authority provide support antdring as and wheit is needed.
This is also the case for updates to any of thanfiral systems being used e.g
Agresso, NVDF etc.,

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Four (4) business units identified possible mangativaining needs linked to
legislation (both current and future) acknowledgthgt training (when needed) is
generally organised by DEHLG, DoT and/or RSA oaathorised officers group e.g.
identity fraud training in 2009.

A table of learning and development needs (nonghoth are mandatory) which the
business units who responded to the survey higieliglas being beneficial for
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effective implementation is provided at the endhies segment (see Fig 1). Even with
the small number of respondents it is possibleedude that the focus of the motor
tax function into the future will continue to beetdelivery of quality customer service
despite budgetary cutbacks.

While some respondents specified the grades anghlanumbers of staff to be
scheduled for the training courses a larger nuncheose to say only that all staff
would require the training or that the numberstteral will be decided later.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

With the strong focus on customer service it is satprising that 100% of
respondents were concerned about the impact thargmlon staff numbers is likely
to have on their ability to deliver a quality seei The scenario of staff not being
replaced, customer needs not being respondeddoicdy as they should be (leading
to backlogs in issuing licences) diminishing custorservice and increased pressures
on front office staff appears to be very real aadyikely.

Concern about non attendance at meetings and eocts (due to staff shortages)
was voiced by one respondent who believes thisredult in lack of knowledge on
proposed initiatives/policies, and the loss of theoice in discussions, policy
formation and/or decision making.

Another financial constraint is the difficulty (agadue to reduced staff numbers) of
dealing fully with the statutory/mandatory outpeguirements of the Finance Unit
e.g. Budget, Annual Financial Statements, quarteriyrns, Payroll, Tax, VAT, etc.
Added to this is the fact that while the numbetrahsactions processed in early 2009
was down they appear to be increasing again momtmanth so workload is now
increasing but the staff assigned continues toaedu

One unit were of the opinion that the necessaryediowards increased efficiencies
and value for money initiatives ‘will leave busiseanits with no option but to
examine opportunities for increased automationin€dentally the extended use of
IT for delivery of motor tax services is one of thesiness issues highlighted by the
respondents.

In your estimation will the impact of these changegequire staff to develop
additional skills? If yes please identify what yowanticipate these additional skills
might be?

Responses were divided in relation to whether staéffrequire further training to
cope with the uncertainties of the current econodaiwnturn — most felt additional
skills will be required but equally most felt titaey will be learnt in-house.

Reduced staff cover and lack of ‘acting up’ for etsgrades will mean that the
remaining staff will have to cover the function ahé will require additional skill in

policies, procedures and processing. Furthermorat wiill be needed is a pool of
skilled, flexible personnel available for re-assiggnt e.g to deal with excessive
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workloads and to ensure that customer service da¢ssuffer. One respondent
commented ‘it would be unrealistic to expect thghsicant staff reductions will not
ultimately lead to a reduction in the quantity dinel quality of services delivered'.

Future developments in likely to have an impact ostaff training & development

Introduction of additional local charges or taxeg() water charges, property tax, etc
to replace existing transaction based local changgg require changes in how local
revenue is collected and may also affect the amotintotor tax that is retained by
local authorities. In addition any change away framotor tax transaction based
charges to more sustainable motoring charges (@grges on cars based on carbon
emissions, changes to calculation collection of VRRI example may require the
current staff involved in collecting and processimgtor tax application may have to
be trained accordingly in any new collection methtmlbe applied.

There may be greater use made of on-line methadspfalying for services currently
only available face to face in the motor tax offieg.) commercial van tax
applications, driving license applications, etc.
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Figl Motor Tax

MOTOR TAX
Nature of training or Numbers identified as needing training
L&D need
Effective All staff
Training/Learning and Development Implement (no detail A/AO SSO SO ASO CcO Total
Needs Identified Mandatory -ation provided) AO
Customer service X 47 1 1 1 2 9 61
First Aid X 26 26
System & Financial control training X 15 4 19
Teamwork X 1 1 1 8 11
Dealing with diversity/multicultural 1 1 1 8 11
population X
Changes in relation to motor tax 1 1 1 8 11
and driver licensing as may be
proposed by DOE, DOT or RSA X
VFM management training X 1 1 1 8 11
Core HR—implementation of system X 1 1 1 3 6
IT skills X 1 1 1 3
CPD training 2 2
Overall Total 88 3 10 6 8 46 161
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Housing
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Management & Maintenance ofCurrent
Housing Stock

* Move from construction to long term leasing
» Letting & maintenance of LA houses

* Housing improvements for LA clients e.g.
disability improvements/ insulation
Upkeep of public buildings

Estate Management
« Anti-social behaviour
« Resident participation
New approache

Housing Legislation, Schemes
& Initiatives

« Housing Miscellaneous Bill

e Housing Services Plan

« Current housing legislation

* Repair and maintenance of LA housing stock
* Upgrading of existing housing stock to meet
Building Energy Regulation Standards (BER)

* Refurbishment and re-use of void properties
* Social housing demands on LA housing stock

Business Issues
HOUSING

Housing Grants & Loan
Schemes
HAGs
HOPs
Tenant purchase scheme
Incremental Purchase

Assessing Housing Needs
Accurate & efficient assessment of
need

Allocation of houses

Assessment & collection of rent etc
Increase demand for Social Housing
Relationship management with
stakeholders and inter-agency orgs.
Traveller housing strategy

Housing Purchase Schemes

« Sellingunsold affordable
houses to generate revenue

* RAS - securing properties
at competitive rates

Leveraging Technology for
Service Delivery

+ Introduction of I-House

e Implementation of HPMS

+ E-payments
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Housing

Thirteen (13) units out of a possible thirty-fo@d} responded giving a percentage
response of 38%. Furthermore a small number @itioes submitted multiple
responses as they have sub-divided the functiaitirggin an actual population of
sixteen (16) business units and it is from thisifieg(16) that the results have been
calculated.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

There are a wide variety of business issues ivaneus housing units however there
are also some common themes the most significanhwh are:-

1) Management and maintenance of current housing stock

2) Assessing Housing Need including Social Housing

3) Estate Management

4) Housing Grant and Loan Schemes

5) Housing Purchase Schemes including Rental Accomtimod&cheme (RAS)

6) Housing legislation, schemes and initiatives

7) Leveraging technology to deliver effective and@ént service

1) Management and maintenance of current housing etk

Over 50% of the respondents highlighted the managérand maintenance of the

current housing stock as a significant businesseider their Local Authority. The

issue covered sub-issues such as:-

« Upgrading of existing housing stock to meet the beviding regulation standards
with regard to energy efficiency, radon testingnelte change protocols etc.

« Moving away from traditional construction of soclausing units to acquiring
units by way of long term leasing

« On-going letting and maintenance of existing Loéalthority houses in the
current economic climate

« Refurbishment and re-use of void properties andnded for ongoing proactive
void management

« Maximising the use made of housing stock to meetesmsed demands for social
housing in the current economic circumstances

¢ Housing improvements to rented stock including hilgg access improvements

« Housing repair and maintenance of the Council’'sadtusing stock

« Maintenance and improvement of the Council ownddipiuildings

2) Assessing Housing Need

Social housing and the assessment of housing neexldted as busiessissues by

respondents. The issues covered sub-issues such as

« The accurate and efficient assessment of housing el social and affordable

e The allocation of all available social and afforahousing in accordance with
approved policies and procedures
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« The assessment and application of all rents andratharges for social and
affordable housing and collection of all monies dueccordance with relevant
arrears policies and procedures

« How to address satisfactorily (and on a very redubeadget) the increasing
demand for social housing

« Relationship management and interagency co-oparatioth stakeholders
involved with addressing housing need

- Special Purpose Committees

- Voluntary sector

- Homelessness Forum

- Health Services Executive

- Homeless persons

- Traveller accommodation initiatives

3) Estate Management

Six (6) Local Authorities (37%) particularly thobased in the large urban areas cited
estate management and the importance of addressitigocial behaviour in the
estates as a business issue. A linked issue igdv@ncourage resident participation
in estate management.

4) Housing Grant and Loan Schemes

The various housing grant and loan schemes ardistisd by two (2) respondents as
business issues. Reduced resources may require-tinganisation and review of:-

« Housing Adaptation Grants Schemes (HAGS),

« Housing aid for older people (HOPs).

e The tenant purchase scheme

e The incremental purchase scheme

5) Housing Purchase Schemes

The importance of ‘offloading’ (as one respondeaiteciit) unsold affordable houses
(for the best possible price) to maximise reverareute in other parts of the service
was ¢ted as a business issue for four (4) respondeirtket to ths issue respondents
mentioned the need to secure good quality rentairamodation scheme (RAS) units
at competitive rents.

6) Housing legislation, schemes and initiatives

The implementation of relevant provisions of newusiag Miscellaneous Bill when
enacted, such as Housing Services Plan was medtlon@ respondents. Reference
was also made to the fact that units need to biyraad able to respond to any new
housing initiative developed by the DEHLG and giwbe reductions in staff as a
result of the embargo this may prove difficult #lled upon to do so. Linked to this is
the importance of maximising the use of technolfgyprompt customer service with
the introduction of I-House and the Housing ProgremManagement System
(HPMS).
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In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Just two (2) business units stated they would equire training or development to
address the business issues while the remaindexvéel that a variety of both
mandatory and non mandatory courses would benefft s

A table of learning and development needs (bothda@mmy and non-mandatory)

which the housing units highlighted as being reepiiby staff is provided at the end
of this segment (see Fig 2). While the numberstaff submitted are low for such

large business units it is still possible to extdape from these to gain an overall
picture. The relatively low staff numbers identifiéor the various courses may also
reflect how prudent units are being with the lirditesources available to them.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

Given the broad range of services delivered by hbesing unit respondents are
concerned about the impact the embargo on staffoetsnis likely to have on the
delivery of the various support services. The aderof staff not being replaced and
customer's needs not being met leading to frustraaind disappointment and very
possibly increased tension on both sides of theteous very real. As stated by one
respondent, ‘prioritisation will be key with lowstaff numbers and reduced finances
available through the central Government grantssets must be protected and the
community provided with a service’.

Looking at the situation from a societal perspeagtivespondents anticipate an
increase in demand for social housing as peopleda@nic situation continues to
deteriorate with a possible rise in homelessnessome localities and increased
numbers on the housing waiting lists. This incrdademand will be compounded by
a decrease in demand for social and affordableihgusaking it more difficult to sell
properties and generate necessary income. It ¢ @sbable that demand for the
rental applications scheme will also decrease dueurtemployment and other
economic constraints.

The collection of monies for rents and the repaytm@hmortgages will become
increasingly difficult due to the many competingaicial demands on families. |If
the economic situation continues to decline respoted say staff will have extra
workload regularly re-adjusting rents and mortgaigesake into account customers
ever worsening financial situation and worst scenafr all is that more failures to pay
rent may reach prosecution stage and court appesgavith possible evictions.

From an asset management perspective, respondeadtistpthat there will be less
resources available for capital projects and fombteaance/improvements to houses
even with the move from capital building programni@edong term leasing. Some
predict that standards may drop due to less stafl@ss money and that overall every
housing service provided will be negatively impact®©ne respondent believes that a
lot of needy people especially the elderly will nbe able to get necessary
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improvements made to their homes, and they may tiadie frustration out on the
housing staff resulting in a lose/lose outcomealbimvolved parties.

In your estimation will the impact of these changesequire staff to develop
additional skills?

All the respondents (100%) are of the opinion staff require further training to
cope with the uncertainties of the current economddwvnturn — most believe
additional skills will be required in areas suchtese management, prioritisation
(both of workload and of budgets), negotiation arfthnge management. One
respondent summed it up by saying that ‘staff néedability to learn new skills
quickly, adapt to changing roles and prioritise kviimctions’.

Furthermore respondents believe staff will neethiimg for new regulations and/or
policies and implementation of new schemes an@ldaechnology advances such as
I-House, HPMS and HOME to ensure the smooth runafrie housing section.

Financial management skills are also required athesability to operate within

reduced budgets while recognising the disappointraed frustration this may cause
to many vulnerable clients. The challenges theectirdownturn will place on the

staff of such a pivotal unit as housing shouldb®tnderestimated.

Future developments in likely to have an impact ostaff training & development

Securing good quality properties suitable for #atal accommodation scheme (RAS)
units at competitive rents may necessitate a chemgmphasis for some housing staff
SO as to ensure that the anticipated demand isedafer. This may require some
training for housing staff so as to ensure thatrdguired levels of inspection and
enforcement are achieved.

Implementation of relevant provisions of the newusiog Miscellaneous Bill when
enacted, such as Housing Services Plan plus greg¢eragency co-operation with
the other stakeholders in addressing housing n@adsiding social housing) will

necessitate the gathering of more accurate housatg Data gathering skills and
database management training will become more sacesver the coming years.

Proposals have been made to amend the EU Diremtitbe Energy Performance of
Buildings (2002/91/EC). The proposed amendment$ medjuire that all existing
buildings when they undergo a major renovation Wwél required to meet specified
energy efficiency levels (and not just buildingsoad 1,000 m2 as specified in the
current Directive). In addition some of the ternmtained in the Directive such as
what constitutes a ‘major’ renovation are clarifiedadopted, these proposals will
have to be reflected in new Building regulatiorstiesd to local authorities.
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Fig 2 Housng

HOUSING
Nature of training or Numbers identified as needing training
L&D need
Senior
Training/Learning and Development Eff Manage- Admin Engineering/ Housing
Needs Identified Mandatory impl ment Grades Technician Infrastructural
Grades Grades Total

Customer service - dealing with public, difficulients,
elected reps, marginalised members of society &iotihe X 8 38 7 13 66
counter and on the phone
Ongoing housing legislation/policy updates to kpape with
changes, new schemes and initiatives in partiduldding
regulations, incremental purchase, leasing schemes,
miscellaneous bill etc., X X 13 21 18 55
Report writing X X 28 7 13 48
Handling anti-social behaviour complaints and reisgi
conflict

X 2 28 12 42
Agresso - basic and browser X 4 20 1 15 40
Time Management X 4 21 1 10 36
Finance - budget management and budget preparation

X 4 14 5 8 31
Housing Programme Management system (HPMS) X X 5 7 1 10 23
I house training (HOME computer system) X 3 16 5 5 23
Specific training on energy efficiency - DEAP 4 7 1 10 22

X
Marketing strategies for effective implementatidrschemes

X 12 6 20
Asset based community development X 12 6 20
Overall Total 51 224 28 123 426
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Noteson Fig. 2

The grades of housing staff specifically mentiodgdthe respondents have been
clustered into the following categories (for thegmses of this report) and these are
used in the learning and development table (se@)Fig

Category of Grade Grades included in category

Senior Management Administrative Officer
Director of Service
Senior Executive Officer
Senior Architect

Senior Engineer

Business/Administration Grades Senior Staff Office
Staff Officer
Assistant Staff Officer
Clerical Officer
Engineering/Technician Grades Senior Executiveriaay

Executive Engineer
Senior Executive Architect
Architects

Technicians

Housing Infrastructural Grades Housing Inspector

General Operative/Outdoor staff
Clerk of works

Social Worker

Senior Social Worker

Anti Social Behaviour Officer
Traveller Liaison Officer
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Library Services
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Library Service

Thirteen (13) units out of a possible thirty-fo@4} responded giving a percentage
response of 39%.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The main business issue for six (6) respondent®%)46lates to the need to maintain
and where possible increase library membershipliaraly usage. Linked to this is

the issue of book fund expenditure and the impodasf maintaining it (if possible)

at current levels. Where this is not possible #sué will be how to deal with the
reduced book fund expenditure to ensure that itsdo@ adversely affect library

membership or branch book stock.

Linked to this business issue for ten (10) respotsd€80%) is the challenge of
providing a quality service with decreasing researcSome (though reluctant to do
so) believe the only option is to address it cotiesally by reducing opening hours,
while others are investigating innovative solutiaugh as self-service libraries, on-
line resourcing, downloadable texts etc. @ Extegdihe use of technology and
increasing library access (both virtual and phy¥itaanother significant business
issue for 6 of the respondents.

A related business issue for three (3) respondsrite need to further extend library
services to all members of the community througiieach programmes, programmes
for the unemployed and the voluntary sector. Thedrte provide service for a multi-
cultural client base of all ages was also menticaged business issue.

The challenge of delivering on agreed capital egjman programmes (given the
reduced funding and accessibility available) codpieith the need to maintain
funding for the health and safety initiatives whaate both complying with legislation
and enhancing the physical infrastructure of thiédimgs (e.g. ramps and handrails)
was a key issue for five (5) of the respondentise dontinuing rollout and embedding
of PMDS into the service was cited as a businesgiby | respondent.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Nine (9) business units (70%) identified trainingeds both mandatory and non-
mandatory while four (4) business units stated tiveyild not require training or
development support to address the business ifsexesentified.

A table of learning and development needs whicltbtigness units who responded to
the survey highlighted as being both legally regghiand beneficial for effective
implementation is provided at the end of this semnisee Fig 3). Though not fully
representative of library services nationally tlhenibers provided are considerable as
is the range of courses specified. Extrapolativgge figures provides a reasonably
robust national picture. While some locations diestithe grades for the courses
others choose to say only that all staff would negthe training or that the numbers
to attend will be decided later depending on dater
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The Library Council offer training at free or a nmral cost to library staff in a variety
of subject areas. Below (as an example) is a swiiteibrary Council courses
identified by one respondent as a possible setofihg needs for their staff:-

« Training in the promotion of literature, stock desp& use of bibliographic tools.

« Tailored courses in area of children’s literature.

- Participation in national and local initiativesareas of local history and archives.
Similarly updates to any of the IT systems beingdus.g Horizon and/or Frontline
can also be provided for library staff by its psx®nal bodies.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

The downturn in the economy is seeing an increassdand on the services of the
library (library indicators for the first quarterf @009 show an 8% increase in
registrations and an 18% increase in internet Ysggiethe service is also affected by
the embargo on staff recruitment and is findingnireasingly difficult to deliver
‘more with less’. Library service is very staffmndant e.g. physical service points
must be manned or else they cannot be openedisaitite possible that some of
these will have to shut inconveniencing the custobase. As one respondent said ‘it
will affect the potential to provide a Public LibyaService commensurate with 21st
century societal expectations and may impact ostéjfing (ii) opening hours (iii)
bookstock (iv) public relations and marketing iaiives (v) capital programmes’.

Library membership and usage has continued to msath on month in 2009
compared with figures for 2008. This means thahtndibraries are now busier and
in greater demand at a time when severe budgetastraints are beinghplemented
and staff embargoes are being implemented.

In your estimation will the impact of these changesequire staff to develop
additional skills?

All the respondents (100%) believed staff woulduieg| further training to cope with
the uncertainties of the current economic downtumost significant is the reference
to change management for the senior staff anddimiestress management for all.
Flexibility across all aspects of work and williregs to multi-task is a priority.

One respondent pointed out that a shortage of stedins that training that takes staff
out of the workplace for any prolonged time is ‘r@teality and so most training will
need to be conducted on the job or through onihititives’. This links well to the
business goal of enhancing the use of technolagyghout the library service.

Future developments in likely to have an impact ostaff training & development

The challenge of providing a quality service wittectbasing resources and
maintaining the skill levels of staff will be theamn staff T&D issue for the library
services. As mentioned above staff availability fiaining that takes place during
work hours will be curtailed. This may necessitgteater emphasis for on-line
training for branch library staff.
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Fig 3 Library

LIBRARY
Nature of training Numbers identified as needing training
or L&D need
all library
Training/l_earning and Deve|opment Effective Sr Exec/ Asst Senior Library staff
Needs Identified implem- County Senior Exec Librarian Library Asst Branch (no detail

Mandatory | entation Librarian | Librarian | Librarian /SO Asst /ICO Librarian provided) Total
Customer service X 2 18 14 20 17 49 7 47 | 174
Participation in joint training with providers
in the areas of the socially and marginalised
communities X 18 14 15 30 46 9 132
Supervisory courses - development of future
managers via professional training and on
site training. X 1 3 6 9 23 34 3 25 104
Upgrade of Horizon system required in
second half of 2009. Library specific IT
systems/Automation of services X 1 1 4 2 6 4 50 90
P.R. & Marketing to promote service X 1 3 6 9 23] 34 3 9 88
Lead, promote and support PMDS and Staff
Development X 16 11 10 11 11 27 86
Staff participation Irish language courses. X 2 3 4 19 19 34 81
Child Protection X 79 79
Information Technology courses e.g. Word
PowerPoint, Excel -basic, intermediate and
advanced ICT - training in accessibility
issues for website design etc., X 1 3 6 5 4 1% 3 40 77
Accessibility Training - Disability Training X 3 6 63 72
Training relevant to library infrastructural
development — achieved through
conference/seminar/study visits etc. X 2 3 4 19 19 9 56
Reader development X 1 1 4 40 46
Overall Total 6 69 71 84 148 233 47 405 108§
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Planning
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Planning

Twenty (20) units out of a possible thirty-four J3ésponded giving a percentage
response of 59%. Furthermore a small numberaaitions submitted multiple
responses as they have sub-divided the functiadtirggin an actual population of
twenty-four (24) business units and it is from tigsire (24) that the results have
been calculated.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 20117?

The business issues that emerged in the Plannirig Who responded focused on the
following categories:-

1) Development Contributions and Revenue Generation

2) Development Control/Management

3) Development Planning

4) Enforcement of and compliance with developmentrabmégulations

5) Planning legislation, circulars, schemes and itntes

6) Effective service delivery with reduced staff numsand budget constraints

1) Development Contributions and Revenue Generatio

The collection of outstanding levies is a significebusiness issue for six (6)

respondents as this much needed revenue coulcedaafund other activities. At the

height of the boom when planners were overloadel priocessing large numbers of
applications within the statutory timelines prigdtion might not always have been
given to collecting outstanding payments. With tbé@uction in planning applications

and the corresponding reduction in planning appboafees recouping much needed
revenue that is owed to the Council is a timelyitess issue. The on-going rollout of
the Planning Development Contributiofl®DC) system is a related sub-issue within
this business issue.

2) Development Control/Management

Over a third of the respondents made referencehaofdct that a decline in the
planning application workload (due to the econordmwnturn) has resulted in
reprioritisation and re-structuring of work and eptbyment of resources from
processing applications (development control) tavéwsd planning and enforcement
of development control regulations. For new plagrapplications a linked business
issue is to ensure the plans/designs meet thetatatabligations with regard to
building energy regulations.

3) Development Planning

Over half the respondents identified developmeatping and in particular forward
planning whether at local area, town or county li¢rvde another key business issue.
Linked to this is the review of the County DevelagrhPlan and for some units the
need to produce associated documentation and qeddb facilitate the task. Other
issues highlighted were the overall quality andtanability of the design in the
County Development Plan and the importance of llufy statutory obligations to
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produce Development Plans underpinned with StratEgvironmental Assessments
(SEA’S).

4) Enforcement of and compliance with Developmer@ontrol regulations

Ten (10) of the twenty-four (24) units who respashdisted enforcement as a major
business issue. For most the focus is on the teeedntinue to monitor and enforce
compliance with planning conditions and remedy tinaused development. Issues
such as derelict sites and enforcement of casading bylaws while given special
mention appeared to affect only one or two of thigssuwvho responded.

5) Planning legislation, circulars, schemes and imatives

Reference was made to the fact that units neeeé teddy and able to respond to any
new planning initiative developed by the DEHLG agiden the reductions in staff as
a result of the embargo (and both the re-deployraent transfer of staff to other
units) this may prove difficult if called upon ta do. Furthermore in addition to
national legislation planning staff now need todveare of, promote and implement
European legislation and polices designed to prothe natural and built
environment Underpinning this is the importance of prompt costo service and
leveraging technology to achieve this. Several aedpnts mentioned the business
issue of scanning planning files in-house (to m#iem available on-line) a task
which was previously outsourced for speed andiefiixy.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Two (2) business units reported they would not megtraining or development to
address these business issues while the remaimdievdsl that a variety of both
mandatory and non mandatory courses are needelditess the business issues.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the planning units highlighted as being reegiiby staff is provided at the end
of this segment (see Fig 4). Of particular notehis mention of ‘expert witness
training for court attendance’ which may be necgsta enforce the planning laws
and/or to recoup outstanding unpaid levies. Wthe numbers of staff listed is
relatively low given the large number of busineegauwho responded) it should still
be possible to extrapolate from these to gain aradvpicture bearing in mind that a
lot of respondents did not specify how many stafjhihrequire training preferring to
simply say ‘all staff’ .

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

The Planning Department appears to be one of the departments where the
economic downturn is having both a positive an@gative effect. While respondents
are concerned about the impact the embargo onrsiafbers is likely to have on the
delivery of service they also acknowledge that wviite significant reduction in the
number of planning applications submitted in 20@8i¢h is likely to continue in the

LGMSB NTS L&D Survey Report 33 16/12/2009



next 2/3 years) an opportunity has arisen to dédl avbacklog of issues which built

up during the height of the boom years. The faat this ‘opportunity’ brings with it

a significant decrease in revenue generated framnpohg fees cannot be ignored.
Though much reduced applications are still beingeireed and must be processed
according to the statutory requirements and asresgondent says ‘applications may
be down but staff numbers are also down’.

Furthermore less commencement notices will alloweamfbequent inspections and
improved enforcement of building regulations. Hoerethe non replacement of staff
and the budgetary cutbacks will impact negativety building control and
enforcement as there are fewer people availablespect a wider catchment area.

Mention is made of the fact that public expectatadrplanning sections (based on
improved services over the past number of yeard)igh, however the budgetary
constraints mean that it may not be possible totaen this expanded level of service
into the future resulting in frustrated customerd potential missed deadlines.

A direct consequence of the economic downturn ifledtby a small number of

respondents (3) is the likelihood of an increaseequests for the taking in charge of
non local authority housing estates. This is dugelg to two factors, firstly the

condition the estates are left in and the dissatigfn of the owner/occupiers and
secondly the pressure on developers to releasesth@rdl over estates to council.
Developers’ looking for bonds back before work aenpleted and developers facing
liquidation and leaving unfinished housing estatesuld seem to be a very real
possibility for Local Authorities particularly imé regions most affected by recession.

Speaking somewhat pragmatically one respondentisaidhe continuing loss of staff
from the planning unit through transfers to otheerstretched units may result in
staff not being available to undertake new planracgvities and ‘will obviate the
need for training in new systems or compliance wighw regulatory requirements’.
The net result of this for the cash strapped plamsiections would be unplanned and
unexpected savings from a reduced number of trgiaind development initiatives.

In your estimation will the impact of these changesequire staff to develop
additional skills?

All the respondents (100%) believe staff will raguiurther training to cope with the
uncertainties of the current economic downturn -strelieve additional skills will
be required in both legislative areas and alsosat@aevelop staff flexibility such as
time management, change management, project maeagamd motivational skills.

Furthermore some of the professional planning stédffneed to upgrade their skills
to ensure that they can carry out the work preWousdertaken by consultants and
some administrative staff will require GIS trainibg assist with mapping queries
(previously viewed as technical queries). One ordpnt summarised the situation
saying ‘the additional skills required will be whaer is necessary to allow staff to
take on additional work allocated to them - devalept control, enforcement,
building regulations, validations and mapping whkatdt is, whatever is needed’.
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Future developments in likely to have an impact ostaff training & development

The proposed new Planning Bill, 2009 which is #ta stage of drafting, may have
significant impact on how planning sections opegatd the tasks they carry out. As
the draft Bill may not be enacted until 2010 at teliest its impact is hard to
determine at this stage.

Proposals have been made to amend the EU Diremtithe Energy Performance of
Buildings (2002/91/EC). As part of this Directivaational governments will be
required to facilitate the development of increasechbers of low or zero energy and
carbon buildings, such as passive houses. The cpugdctor, including local
authorities, will be expected to take the leadhwesting in such buildings. Therefore,
buildings owned by public bodies will have to cognplith the provisions of the new
Directive by the end of 2010, whereas all othetdgs will be required to comply
by 2012. If adopted, these proposals will have éoréflected in new Building
regulations issued to local authorities.

The Government’s capital programme (up to 2013) vélemphasising targets aimed
at achieving sustainable transport. The ratio pleexiture on new Transport projects
is likely to favour public transport over roads rthevas the case heretofore. This
change in emphasis may necessitate planners irdratvgoroducing development
plans to become more familiar with sustainable tgreent.
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Fig 4 Plannng PLANNING

Nature of training or L&D Numbers identified as needing training
need
Training/Learning and Development Effective Senior Admin Planning | Engineer &
Needs Identified Mandatory | Implementation Mgmt Grades | Grades | Technician| Total

Ongoing planning legislation/policy updates

X 32 35 6 73
Customer care/dealing with conflict

X 1 20 15 6 42
Agresso - for budget mgmt and financial reporting

X 11 13 14 3 41
Expert witness training for court attendance X X 3 13 13 5 34
Development contribution computer system (PDC) X 1 27 4 32
Report writing X X 2 12 13 5 32
Stress management X 2 12 13 3 30
Tendering/Procurement for technical staff X 2 12 13 3 30
Health & Safety (incl safepass) X X 2 13 9 4 28
Time Management X 2 12 9 3 26
Strategic Environmental Assessment X 3 19 22
Overall total 29 166 157 38 390
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Noteson Fig. 4

The grades of planning staff specifically mentiorisdthe respondents have been
clustered into the following categories (for thegmses of this report) and these are
used in the learning and development table (sed)rig

Category of Grade Grades included in category

Senior Management Administrative Officer
Director of Service
Senior Executive Officer
Senior Planner

Senior Engineer

Business/Administration Grades Senior Staff Office
Staff Officer
Assistant Staff Officer
Clerical Officer

Engineering and Technician Grades Senior Exectingineer
Executive Technician
Technician

Draughting Technician
Enforcement Technician
Engineer

Inspector

Technical Building control team

Planning Grades Senior Executive Planner
Executive Planner

General Planner

Assistant Planner

GIT

Conservation Officer
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Community & Enterprise
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Community and Enterprise

Nineteen (19) units out of a possible thirty-foB#) responded giving a percentage
response of 56%. Furthermore with only five (3p@nses from Arts Offices and the
fact that many Community and Enterprise units irdegthis function into their
portfolio, they are also being included in thissegt resulting in a population of
twenty-four (24) or 70%.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

There are a wide range of business issues in theugaCommunity and Enterprise
Units however the following common themes emengitd multiple respondents:-

1) Social inclusion

2) Implementation of Strategic Action Plan and Coubgvelopment Board strategy
3) Policy development/formulation for the communiglintary sectors

4) Sports initiatives

5) Arts initiatives

6) Financial Management, budgetary matters and sedéleery

1) Social inclusion

The social inclusion portfolio (which was highlight by fourteen (14) of the
respondents) covers a broad range of differentsamad groups focussing as it does
on raising awareness and promoting participatiahiawolvement in sectors such as:-
» Schools

« Communities

« Business and Industry

e Traveller groups

« Ability groups

« Age groups (all ages)

* RAPID groups

« Peace lll groups (where appropriate)

2) Implementation of Strategic Action Plan & Cournty Development Board
strategy

Community and Enterprise units frequently have stasnable economic development
brief and the business issue for six (6) resporsdentor them to review and re-
engage this brief with the overall strategic actan. Furthermore many of the
economic development units brief has broadeneddimde social, cultural, tourism,
arts and heritage functions. A linked businessias&dentified in relation to

sustainable economic development is the implementadf an economic forum

action plan.

3) Policy formulation for the community/voluntary sectors
A business issue for fourteen (14) Community anttEmise units is the formulation,

development and implementation of policy with rebdo community/voluntary
initiatives. A sub-issue within this issue is the-going support of the Community
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Forum and its members and ensuring sufficient sspr&tion for their projects on
local and regional bodies. Website support forfdram members was specifically
cited as a business issue by one respondent.

4) Sports initiatives

The development, support and maintenance of Looait$ Partnerships is a business
issue for six (6) units who responded to the suraed linked to this is the need to
develop and deliver a sports partnership strateggtialready in place.

5) Arts initiatives

Attracting visitors to venues and events and saguitinding to support the Arts are
the business issues for those who responded tsuitwvey and linked to this is the
need to continue to deliver to the community angmative cost effective cultural

programme. Accessibility is also mentioned withe gespondent saying it is both
‘physical and intellectual’. Linked to this two (2espondents identified child

protection and fire safety training as necessarijjenmiebsite design and photoshop
are also needed to highlight the events and raisemess of the service in the
community.

6) Financial Management and Budgetary Matters

One of the most challenging business issues for Q&lEs at present and for the
foreseeable future is financial management and dtadg control in a climate of
reduced resources. This has, and will have a tdivearing on the maintenance of
standards and range of services delivered to slieResources are fundamental to all
C&E services and the challenge of delivering theyaof services the public have
come to expect with reduced funding i.e. ‘delivgrmore with less’ will not be easy.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

All business units said they would need some tngirtir development to address the
business issues and while primarily selecting asufer effective implementation
some mandatory courses are also suggested asrmsdgd to address the business
issues i.e. Health and Safety (H&S), Child Protettiire Safety.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the community and enterprise units highligh#es being necessary for staff is
provided at the end of this segment (see Fig 5)p@ficular note is the mention of
‘facilitation/consultation techniques to supporteinagency working’ showing that
C&E staff operate as an extended team that stretemeutside the Council building.
The numbers of staff may seem low given the numidfeunits who responded
however in general C&E teams are quite small wetw &taff fulfilling many roles.
Extrapolating the numbers should provide an oveiature bearing in mind that a lot
of respondents did not specify how many staff migiguire training preferring to
simply say ‘all staff’ .

LGMSB NTS L&D Survey Report 41 16/12/2009



In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

Given the very broad range of services deliveredhgy C&E unit and the sources
from which it receives its funding respondents \aeey concerned about the impact
the lack of funding is likely to have on the delyef the various services. C&E
funding is matched by a number of units within theuncil - development
contribution monies, and local rates based gergrateome all of whom are
experiencing reductions themselves.

Equally challenging is the fact that many evenigetel on private sector sponsorship
which will also be in short supply. The loss of diumg (either central or local) is
likely to decrease activity levels with a corresgioig decrease in inter agency
working. Social inclusion grants have also beenasuhave FAS grants. Resources
not being available to address client needs mayltresm frustration and
disappointment for staff as they are committedreatng enterprising initiatives for
their service users. Funding restrictions will fesim significant cutbacks and
proposed capital works programmes such as playgsowamd enhanced walking
routes may not now be provided. Reduced fundintpeéoC&E unit becomes reduced
funding to the community as the Local Authority mble unable to pay grants for
community driven projects and this will impact nigaly on the wider local
community.

The Arts teams are particularly concerned abouteffect the downturn is likely to
have realising that a reduction in staff will cdate to a reduction in services offered.
Lack of funding will effect the amount of exhibitis and events that can be
commissioned and consequently if the events ardosted or the exhibitions do not
change regularly the public may lost interest atog wisiting. Another respondent
said that the impact is as yet unknown ‘due torimge of external factors affecting
the context in which the Arts Office operates’. ofimer respondent was more
pragmatic saying that ‘it will provide an opporttynio be more reflective, and assess
the work that is being undertaken in more detail’.

In your estimation will the impact of these changesequire staff to develop
additional skills?

All the respondents are of the opinion staff watjuire further training to cope with
the uncertainties of the current economic downt&mployees will be expected to
maintain the same standard of customer servicepemdsion that is outlined in the
operational plan, however it is inevitable thatvgar will change given the reductions
in staff and resources.

Skills such as ‘sourcing grant aid’ and adoptinghare advisory and mentoring role
to artists and community groups’ are highlightedhmy Arts Offices coupled with
e-marketing to extend the reach of the limited aiisiag budgets when promoting
events. One respondent said that ‘the cost ofamphting new skills may not correct
the imbalance of a budget cut’ therefore with leditbudgets staff need to think
laterally, prudently and competitively, as anothespondent said ‘identifying
relatively cost neutral ways to develop workshopsd aevents’. Community

LGMSB NTS L&D Survey Report 42 16/12/2009



involvement would seem a very likely way of boogtmumbers and delivering on the
objectives of the Arts Plan at the same time.

One respondensummarised the challenge for Community &Enterptisés in the
economic downturn ‘the change required from staiff e more attitudinal rather
than skill set based but even attitudinal changé lva of little importance if the
funding is not there to carry out the work'.

Future developments in likely to have an impact ostaff training & development

As the economy continues to weaken the focus of i@onity & Enterprise staff will
redirected towards supporting local job creatiorrendirectly and attracting inward
investment into the administrative areas of the @du Greater emphasis will be
given to the enterprise portion of C&E in companigo the Community portion. This
may necessitate training in marketing, etc for C&if.

The Report of the Special Group on Public ServioemNers and Expenditure
programmes (2009) advanced the view that the cumathanisms for delivering
services at local level through the use of nondtbay organisations should be
streamlined. On foot of these proposals there neag Qreat shake up in the number
of organisation at local level and up in how thesganisations receive their funding.
This will affect how the various community basednenittees (e.g.) CDBs, SIMs, etc
function. If the McCarthy report is implementedfirl it may also assign a role in
funding approval to the C&E units in local authiest
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Fig 5 Communty & Enterpr ise

COMMUNITY & ENTERPRISE

Nature of Training or

Numbers identified as needing training

L&D need
Arts Community
Training/Learning and Development Effective Senior | Admin | Personnel| Sports | Personnel
Needs Identified Mandatory | Implementation Mgmt | Grades | /Heritage | Personne Total
Agresso - Preparation of Budgetary Reports X 29 54 5 1 3 92
Facilitation Skills/Managing meetings -
Consultation techniques (FCT) to support inter-
agency working — Group Dynamics X 28 13 5 5 13 64
Health & safety (incl first aid and child proteanti
and safepass and disability training (technical and
awareness) X X 12 17 7 4 14 54
Diversity and equality - social inclusion proofing
C&E projects including the capacity to develop 3
social inclusion ethos across the organisation X 16 14 5 4 14 53
Project management X 18 13 3 2 36
Media and marketing/advertising/public relationg
training (incl on-line PR) Photoshop CS4 X 12 21 1 2 36
Community Development X 6 5 5 5 13 34
Facilitation & Development - Board membership
or directorates, corporate governance etc., X 7 2 4 4 13 30
Legislative training in acts and procedures
regarding land acquisition and disposal - training
on the new Property inspections register system X X 4 20 24
Time Management X 9 9 3 2 23
Procurement and public tendering polices X 7 15 22
I.T training including Project Vision; Mapinfo; X 3 10 13
Museum collection care of wood, textiles, glass etc 6 6
Overall Total 151 193 44 25 74 487
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Noteson Fig. 5

The grades of community and enterprise staff spadly mentioned by the
respondents have been clustered into the followatggories (for the purposes of this
report) and these are used in the learning anda@@went table (see Fig 5).

Category of Grade

Grades included in category

Senior Management

Administrative Officer
Director of Service
Senior Executive Officer

Business/Admin Grades

Senior Staff Officer
Staff Officer
Assistant Staff Officer
Clerical Officer
Project officer
Administrator

Community Personnel Grades

Principal Communiticeff
Senor community officer
Community & Enterprise officer
Rapid co-ordinator

Sports Personnel Grades

Sports Participation Qffice
Sports co-ordinator
Principal Sports officer
Senor sports offer
Sports officer

Arts Personnel Grades

Arts officer

County Arts officer
Assistant County Arts officer
Museum Curator

Acting Museum Curator
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Environment

LGMSB NTS L&D Survey Report 46 16/12/2009



Waste Disposal Management
* Landfill & Compliance with licence
* Developing sustainable waste disposal sites
» Commercial viability of landfill sites

» Competition from private sector

* Monitoring waste intake at landfill sites

» Achieving waste targets

4------

Waste Management
« Bring Centres
« Recycling initiatives
+ Bio-degradable waste
« Collection services
« Amenities

Litter prevention

Business Issues
ENVIRONMENT

Environmental Awareness
« Raising awareness / organising campaigns

« Water, waste & litter issues

e Schools, Communities, Business

« Highlighting environmental issues from local,
national and international perspective

Environmental Legislation
International

European Union

National

Sub National (e.g. EPA)
Regional

Local

Enforcement/Compliance
with Regulations

« Monitoring and Inspections
e Farm inspections

« lllegal Waste Operators
« Enforcement of By-Laws
 Shared Services for
Laboratory testin
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Environment

Eighteen (18) units out of a possible thirty-fo84) responded giving a percentage
response of 53%. Furthermore a small number @itioes submitted multiple
responses as they have sub-divided the functiadtirggin an actual population of
twenty-two (22) business units and it is from tigsire (22) that the results have been
calculated.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 20117?

The Environmental Units who responded identifiedeay broad range of business
issues with just three high level common themesrgimeg: -

1) Environmental legislation

2) Environmental awareness

3) Inspections, enforcement and compliance with emvirental regulations

1) Environmental legislation

Legislation is fundamental to the environment with one respondent mentioning its
ever growing complexity as a business issue. Howéve implementation of all

existing and proposed environmental legislation antbrcement/obligations (from
the DEHLG and the EU) is of primary importance lidtee units who responded.

There are at least five (5) separate and distiatgories of environmental function
namely waste, litter, water, air, and noise andefach of these categories legislation
and regulation is likely to emanate from any oroéllhe following sources:-

« International

e European Union

« National

e Sub National (e.g. Environmental Protection Agency)
+ Regional

e Local

International Climate Change

While the international climate change strategyl$eto be a cross directorate function
the environment unit is likely to be the drivingrde behind its adoption and
implementation. It links to the housing unit to eslb obligations with regard to
energy efficiency and to planning and transportatiaits to consider how to reduce
car dependency through innovative design projeots improved public transport.

There is also a cross dimensional element in ozlatio developing a flood

management strategy. However most significantlig itoncerned with developing

renewable energy efficient initiatives to ensurestaimable development. The
business issue for local environment units is howniplement the climate change
strategy locally while adhering to any regional aub national restrictions which

may be imposed (for the greater good) by the EPAtber national and/or sub-

national regulatory bodies.
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Waste

Most business units have sub-divided the wastetifumato two separate tasks —
1) management of waste disposal dealing with Idndind the importance of
developing sustainable waste disposal sites e2)atiuction/management of waste.

Waste Disposal

Four (4) respondents cited business issues ardusdunction mostly in relation to
ensuring landfill operators comply with the conalits of their landfill licence and to
the viability of continuing to operate this apprbaas the only method of waste
disposal. There are also issues concerning thefage landfill sites and the viability
of sustaining, extending and redeveloping themetal evith ever growing waste. The
financial viability of landfill was also highlighteas was the challenge for the Local
Authority of monitoring waste intake at landfiltas to achieve the financial targets
given to them and ensure their commercial viabithtp the future.

Waste Management

Given that the opposite of waste disposal is prudeaste management Local
Authorities list as a business issue deliveringranCouncil’s commitment to expand
the number of bring centres, recycling initiativéso-degradable waste collection
services etc.,

Litter

Four (4) Local Authorities who responded list theyention, enforcement and re-
education of the public with regard to litter akey business issue. The need to
finalise and implement a litter management plan wasntioned by several
respondents as is the need to find cost effechitatives for street sweeping and
maintaining civic amenities.

Water

As the majority of environmental business units whsponded to this survey have
sub-divided water into a separate business unitilitbe dealt with under its own
heading ‘water services'.

2) Environmental Awareness

Environmental awareness initiatives in schools, momities and businesses is an
essential service with the key business issueaw dttention to environmental issues
on a local, national and international platformnaigns such as green flags cost
little and do much and are mentioned by severglaredents as methods of raising
awareness in relation to water, waste and litswdas. Another business issue is how
to promote community participation in environmergaimpaigns such as Tidy Towns
competition to maximise the community involvememntd aminimise the resources
expended by the Local Authority particularly in &@mof reduced resources.
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3) Inspections, enforcement and compliance with Bsironmental regulations

The importance of undertaking regular environmentapections to ensure
enforcement and compliance was cited as anotheindsss issue. Enforcement
projects mentioned ranged from farm inspectionsathieve water framework
directive targets, to illegal waste operationsemdorcement of by laws e.g. littering
etc,

A linked business issue is the testing of enviromtaleconstituents ranging from
water schemes to chemical pollutants. Referencealso made to the commercial
viability of shared services for laboratory workdentaken for other Council’s, for
commercial organisations and for private indivigual

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

All business units (100%) reported they would reguraining or development to
deliver on the business issues and several quhlifies by saying that legislative
updates would suffice and they were what would bereatest benefit to them.
Others made reference to the fact that they areemily engaged in on-going
programmes of learning and continuing these wilsbiicient to keep them on target.

A table of learning and development needs (bothda@mmy and non-mandatory)

which the environmental units highlighted as beiguired by staff is provided at the
end of this segment (see Fig 6). Legislative kmolge has been subdivided into its
various components based on the information retliiméhe survey and the fact that
many local authorities have sub-divided these fonstinto separate units — in reality
it is most likely the updates would address devalepts across the 5 environmental
categories listed earlier. The categories ofe@isd air did not raise any specific
business issues.

Many of the environmental units who submitted datavided detailed analysis of
staff training requirements so the numbers repostexlild be a true reflection of the
wider picture and could be extrapolated to gaimarall national picture. It may also
be possible that the low staff numbers identifiedthe various courses demonstrate
not only how prudent units are being but also hpecslised the skill base is.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

Respondents are very concerned about the impa&ntibargo on staff numbers and
reduction in funding is likely to have on the opgema of the various functions given
the broad range of functions provided by the emrrental unit.

Reference is made to the fact that reduced resewvitiecurtail monitoring and make
implementation of policy and enforcement of regola very difficult. One
respondent believes that the inevitable decrease tle number of
inspections/enforcements due to overtime and tragslrictions could potentially
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increase the number of offences. There is majoc@m that targets will not be met
and this will impact on and be in breach of EU $tgfion, national returns, service
indicators, EPA, DEHLG returns etc.,

Very popular and well established environmentalrawass campaigns such as green
schools, community initiatives, blue flags, littedy-up days etc., are likely to be
affected which as one respondent said will haveadverse effect on community
relations and negative perceptions of Local Autiesiwill re-emerge.

It is likely that the reduced funding and reduceaffswill affect many or all of the
following projects:

« Opening hours in bring centres and other local@itihrecycling facilities

e The elimination and re-development of derelictssite

 Litter initiatives

« Civic amenity sites and projects to develop gregeencspaces for recreational use
« Graffiti removal programmes

One respondent said that commitments on targete tmathe elected representatives
in the waste management plan for increased nundferscycling centres may be
affected and may not be achieved. Furthermore it prave very difficult to collect
waste disposal charges from households experieficiagcial difficulty and this will
both impact on service delivery and increase tble of a rise in illegal dumping and
related prosecutions.

Reference was also made to the fact that reducsslimees will necessitate staff
making a significant technical shift from one eowvimental function to another e.g.
from waste to noise pollution and that technicaining will be required to enable this
to happen and legislative training to ensure thedeustand fully what is required.

Speaking pragmatically one respondent said thatbidgetary cutbacks will provide
staff with an opportunity to examine their area responsibility and prioritise
accordingly’.

In your estimation will the impact of these changesequire staff to develop
additional skills?

Eighteen (18) out of twenty-two (22) responden®%3 are of the opinion staff will
require further training to deliver on the busindssues and cope with the
uncertainties of the current economic downturnffStauld benefit from additional
skills in areas such as time management, priotitisaboth of workload and of
budgets, negotiation and change management howevet, is really required for
environmental personnel is knowledge of the legmta and the obligations it
contains. One respondent summed it up very welingathat ‘working as part of
many different teams will require staff to be fllebe, assertive and highly organised in
addition to being knowledgeable across a broaderafigenvironmental disciplines’.
The EPA appear to offer a lot of the courses thith& required to ensure this cross
discipline working becomes a reality.
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Financial management skills are also required athesability to operate within
reduced budgets always conscious of the consegai@iageducing quality delivery.
The personal challenges the current downturn vélte on the staff of this key unit
should not be underestimated and it is therefotesmirising that stress management
is listed by many as a necessary learning and dpneint need.

Future developments in likely to have an impact ostaff training & development

The Bathing Water Regulations 2008 issued by thel D& will give effect to the EU
Bathing Water Directive (2006/7/EC). While the mtonng of bathing water and
remedial actions resulting from the results of thienitoring and identification of
pollution sources may be of more direct concerthéowater services section of local
authorities there will be some areas of responsibibr environment sections. The
main areas of responsibility for environment umitd be around ensuring ‘blue flag’
status for public beaches especially as the newlaBgns introduce more stringent
criteria for achieving this award. Specific traiginvill be required for appropriate
staff involved in beach management and the tredtofamastewater.

New proposals were published in 2008 to amend tl=R/Directive (2002/96/EC)
on the collection and recycling of electrical ahelceronic waste. Under the proposed
changes, new and more ambitious targets wouldtiderstne collection and recycling
of WEEE. One possibility being considered is thatigehold collection of WEEE be
introduced although it is not yet clear whethes thill form part of the final version
of the Directive.

The introduction of the national regulations in A@009 that give effect to the
Environmental Liability Directive (2004/35/EC). EhDirective gives specific legal
effect to the polluter pays principle in EU law asdntended to ensure that operators
of waste facilities and those causing ‘environmiedtanage’ will be held liable for
that damage. The Directive covers both preventibrdamage and remediation
measures to be taken. The EPA is designated dsdimpetent authority’ in Ireland
under the terms of the Directive, which means ¢ tie main role in identifying liable
polluters and ensuring that they undertake eithhevgntative or remedial action.
Local authorities may be affected in their roleopsrators of some of the waste water
treatment or waste management facilities requirlmgnsing. As a result of
introducing a more stringent licensing regime d#ffsinvolved in waste water
treatment or waste facility operation may be regpiito training to higher standard
than is the case now and may be required to achiexreditation prior to carrying out
certain duties so as to ensure overall qualityrasse and licensing compliance.

The introduction of new noise regulations by theAER late 2009/2010 will
necessitate training for local authority staff mige monitoring, interpreting results &
devising effective mitigation measures.

In order to comply with obligations under the SedllRion (Amendment) Act 1999
coastallocal authorities will be required to ensure tha televant environment staff
are trained in the preparation @f spillage contingency plans as part of theirralle
emergency planning. Oil spill contingency planniwgl require a high level of
detailed inter-agency planning. In addition locaiherities will be required to ensure
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that they have adequate staff trained in how tpaed and clean up any oil spillages
that do occur in coastal and inshore settings.

The revised Programme for Government 2009 alsocatels that the following
activities will be prioritised in the coming yedi¥ licensing and inspection of septic
tanks and (ii) the application of resource managenmend resource recovery
techniques to waste management. While details @it whenvisaged have not been
provided it is possible that one or both of these ractivities will become areas of
responsibility for the environment sections of logathorities.

It should also be noted by environment sections shee staff in these units will be
required to complete mandatory training to fullymg@y with obligations under
legislation whose primary impact falls with the WiaiService sections (e.g.) the
Water Frameworks Directive and the Habitats Dixextetc. The detailed regulatory
framework taking shape for the provision of qualdgter services will necessitate a
high level of mandatory training for staff in ersfirment sections.

As a result of addressing climate change and il éotreduce costs water treatment
and wastewater treatment plants will need to becmime energy efficient.
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Fig 6 Envronment

ENVIRONMENT

Nature of training or

Numbers identified as needing training

L&D need
N _ Environmental Other
Training/Learning and Development Effective Senior| Admin | Technician| Infrastructural| Environmental
Needs Identified Mandatory| implementation] Mgmt | Grades|  Grade Grades Grades Total
Health & Safety (incl SLG & Safepass X X 2 8 74 5 89
Agresso - for Budget Management X 3 49 17 11 7 87
Legislative knowledge, policies and
technical expertise for litter mgmt X 10 32 3 2 8 2 75
Advanced Financial Management X X 4 63 1 4 72
Succession Planning - Knowledge
transfer both formal and informal X X 1 56 57
Tendering /e-tendering/ Procurement X 11 10 38 6 21 56
Time Management X 6 17 9 6 11 49
Customer care X 10 18 7 35
Computer skills X 35 35
Stress Management X 3 10 8 6 7 34
Legislative knowledge, policies and
technical expertise for air quality X X 4 6 19 1 2 32
Legislative knowledge, policies and
technical expertise for water quality X X 5 6 16 1 2 30
Legislative knowledge, policies and
technical expertise for waste mgmt X X 5 6 7 1 4 23
Overall Total 52 302 96 126 98 674
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Noteson Fig. 6

The grades of environmental staff specifically nmmd by the respondents have
been clustered into the following categories (far purposes of this report) and these

are used in the learning and development tableRgeé).

Category of Grade

Grades included in category

Senior Management

Administrative Officer
Director of Service
Senior Executive Officer
Senior Engineer

Business/Administration Grades

Senior Staff Office
Staff Officer
Assistant Staff Officer
Clerical Officer

Engineering/Technician Grades

Senior Executivartasy
Executive Engineer
Chief Technician
Senior Executive Technician
Executive Technician
Technician Grade 1
Technician Grade 11
Technician
Environmental Technicians
Executive Scientist
Environmental Education/Awareness
Officer

Environmental Infrastructural Grades

Landfill Marag
Foreman
General Operative
Clerk of works

Other Environmental Grades

Executive Engineer
Area Engineer
Veterinary Inspector
Dog Warden
Litter Warden & supervisor
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Water Services
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Funding for Capital Programmes

* Recoupment of funding from DEHLG
* Procurement of VFM resources

» Reduced resources — financial,

staff and expertise

Water Quality & Treatment of
Waste Water

« EU & National Standards

« Monitoring & Detection

« Contamination Issues

« Waste Water Treatment Plants

« EPA Discharge Licence

Requirements

Constructed wetland

* Water Services Investment Programme (WSIP)

Water Service Legislation
« EU - Water Framework Directive
« National — Water Services Act 2007
e Sub National (e.g. EPA)

« Regional (River Basin Mgmt Plan)
e Local - H&S/ Flood protection
Coastal erosion etc.

Water Pricing/Metering
« Revenue generation from
metering non-domestic

water users
« Aggresso metering module
« Collection of outstanding
debts from pollution
incidents

Business Issues
WATER
SERVICES

Water Supply/Conservation/
Leak Detection
Maintaining levels of safe water supply
Awareness campaigns for conservation
Repair of leaks
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Water Services

Fifteen (15) units out of a possible thirty-foudf3esponded giving a percentage
response of 44%. The fifteen (15) Local Authostyomissions were made up of
thirteen (13) distinct water service business yplits two (2) infrastructure service
units who provide both water services and transgpiort services. In these two cases
as information was provided about both functioresdhta related to water services
has been included in this segment. This is toren$iat as much as is possible the
figures provided give the national picture.

Furthermore a small number of the fifteen (15) tmees submitted multiple responses
as they have sub-divided the water services fungegulting in an actual population
of twenty-one (21) business units and it is frons figure (21) that the results have
been calculated.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The business issues highlighted by the Water Semgts can be recorded under a
number of common themes namely:-

1) Water Services legislation

2) Funding for Capital Programmes and the Water Sesviesvestment Programme

3) Water quality and treatment of waste water

4) Water Supply and Water Conservation including LBakection

5) Water Pricing and Water Metering

1) Water Services legislation

Legislation underpins all the functions of the wagervices unit. The implementation
and enforcement of all existing and future watewises legislation is of primary
importance to all the units who responded. Legjish can be drafted by any or all of
the organisations listed below and currently thauois on:

e European Union
Implementation and compliance with The Water Fraor&Directive

« National
Implementation and compliance with The Water Sexwi&ct 2007

e Sub National (e.g. Environmental Protection Agency)
Implementation and compliance with regulationsalation to water treatment

+ Regional
Implementation and compliance with The River Badamagement Plan

e Local
Implementation and compliance with local regulatguch as Health and Safety
and local issues e.g. flood protection, coastaieroetc.,
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2) Funding for Capital Programmes-The Water Servies Investment Program

Eight (8) of the business units who responded fggtéd lack of funding as the
primary business issue affecting them at this #&md most likely that the remainder
were saying exactly the same thing in other wayecoupment of funding ring
fenced for the Water Services Investment PrograrWi8IP) (which covers both
water and waste water plant) from the DEHLG is @&iuo the continued viability of
the maintenance programmes as is the tenderingrfdrprocurement of value for
money resources. Some respondents are nearirgdhef this work and are eager to
advance it to completion while others need to sethe previously agreed funding to
implement their plans having regard to the veryed#nt economic conditions they
are now operating in.

3) Water quality and treatment of waste water

A major business issue for seven respondents indbd to achieve EU and National
Standards for water quality and waste water diggsarwithin an ever reducing
budget. Water quality programmes require continumasitoring and detection of
deviations in compliance standards (both EU andoNal) and the importance of
testing the early warning signals to prompt botices etc.,

Linked to this the treatment of waste water is ajomdusiness issue for 4

respondents. Many waste water treatment plantsarking at unprecedented levels
and infrastructurally may be in need of replacemieat again this is subject to
available resources. Furthermore respondents nmeritie fact that significant

numbers of staff with years of expertise have beshthrough retirements and the
service seems to be continuously working at redwegxhcity. The business issue
for the units is how to operate and maintain waatew networks and treatment
systems and ensure they meet the statutory disshst@ndards (e.g. the EPA
discharge licence requirements or the urban wasterwreatment directive) with ever
reducing resources.

4) Water Supply and Water Conservation and Leak diction

The business issue reported here by five (5) redgrus is the challenge of protecting
and maintaining levels of safe water supply and lhest to operate and maintain a
water supply network to meet the ever increasingatels of the public while
maintaining water at the highest quality. The d@wment of water conservation
measures including leak detection are also idewtifis issues and the need to develop
and enhance water conservation policies is alsaiiomad. Water conservation can
also benefit from awareness campaigns encouragogl@ not to overuse or waste
water, not to overfill appliances, to switch ofpsafully etc.,

5) Water Pricing and Water Metering
Revenue from metering of non domestic water usedgstiae related aggresso module

that deals with this is highlighted as an issue tf@o (2) respondents as is the
collection of outstanding debts from water pollatiacidents.
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In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

All business units (100%) reported they would reggome training or development
to deliver on these business issues. One unitdstage some training will be required
for most areas due to the shift from project mansage (using external consultants)
to the provision of in-house services. Legislatipelates are likely to be required.
Business units were eager to point out that whdeing may be needed to address
some objectives it may not be needed for otherpemi#ing on the staff that are
assigned to the projects at the time.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the water services units highlighted as beetired by staff is provided at the
end of this segment (see Fig 7). The numbersaage compared to many of the other
business units but this may be primarily becausethef nature of the training
(mandatory and legislative) as it requires everynimer of staff to attend and so
managers provided absolute numbers.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

Respondents are very concerned about the impa&ntibargo on staff numbers and
reduction in funding is likely to have on the varso schemes and essential
infrastructure projects such as the Water Sendicesstment Programme and on the
possibility that commitments made may not be futiplemented.

Reference is made to a potential public healthwklch may present itself due to the
loss of experienced staff resources and to thetfattstatutory obligations might not
be met due to a lack of necessary resources foitonmog and recording findings.

There is also a fear that the much needed expeaddarmarked for capital projects
will be diverted to meet the statutory and suberal (EPA) obligations with regard

to water quality.

There is a sense of a catch-22 situation with aspandent pointing out that
restrictions in budget will limit the ability to sign staff for necessary legislative
training (which is necessary to meet the Coundiégal requirements) thereby
creating a risk for the organisation. Overallréhes a frustration at the inability to
plan ahead for large capital projects due to theertainty of future budgets despite
continuously demanding legislative constraints.

This business function more than any of the otBeesns to be suffering from severe
staff shortage with work being spread over a ssnalmber of less experienced staff
resulting in increasing stress levels and possidemotivation of staff. One
respondent said that ‘projects will be suspendedewtthers will take longer to
complete’. However another sees this forced stoppaca relatively positive outcome
saying that ‘if the pace of delivery of new progetere to slow down this would
allow time for reconciliation, review and completicof older as yet unfinished
projects’.
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In your estimation will the impact of these changesequire staff to develop
additional skills?

Fifteen (15) out of twenty-one (2tgspondent$72%) are of the opinion staff will
require further training to deliver on the businessues while coping with the
uncertainties of the current economic downturn it two(2) business units saying
that no additional skills are required. The randeskills required is general with
nothing in particular emerging. Requirements rafigen specialised skills (across a
range of professional engineering competencies) wWwuld normally have been
provided by consultant engineering companies tesap training (to maximise the
use of this facility as a management decision ngatonl) to coping skills to deal with
the additional work pressures. Furthermore as @altresthe inevitable cutbacks it is
assumed that staff will come under additional presgrom the public in terms of
their expectations of what services should be pleiand as one respondent says
‘while already skilled in how best to respond itlikely that the additional pressures
they are dealing with will challenge them further’.

While personal development training and suppovite to staff working under such
pressure it is also clear that the technical skills many are in need of is the main
driver and suggestion is made by one respondentémesideration could be given to
sending staff on courses similar to those alreadyiged for the waste enforcement
team as many of the challenges appear to be similar

Financial management skills are also required athesability to operate within
reduced budgets and to be able to tender for aswipr good and services
cost-effectively without impairing quality delivery

Future developments in likely to have an impact ostaff training & development

Implementation of regulations and guidance documesgulting from introduction of

a number of recent pieces of legislation and EWletmpn (e.g.) Water Framework
Directive (2000/60/EC), Groundwater Directive (200B/EC), Habitats Directive

(92/43/EC), water safety planning, drinking watecident management, etc , will
result in a high level of training requirements $aff in water services units over the
next few years. As a result of the introductioraaghore stringent licensing regime all
staff involved in water services may be requiredutalergo training to a higher
standard than is the case now and may be reqwredHhieve accreditation prior to
carrying out certain duties so as to ensure ovejadllity assurance and licensing
compliance.

As a result of addressing climate change and iidl ddoreduce costs water treatment
and wastewater treatment plants will need to becmime energy efficient.

Possible introduction of domestic water meteringfoot of the reintroduction of
domestic water charges will require training fortevaservices staff similar to that
introduced for metering of commercial premises.ig\she case already with water
metering of commercial premises and group wateerses there will be increased
pressure to improve water conservation especidisough improved leakage
detection and location.
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The revised programme for Government 2009 will aegreater emphasis being
placed on sustainable development initiatives. iffoge widespread introduction of
one such initiative (i.e.) constructed wetlandsaasustainable method for treating
wastewater will require training for water serviaests. The revised programme for
Government as well as the Report on the Specialisom Public Service Numbers &
Expenditure programmes also introduce the prospietiie introduction of a single
national body to plan and manage water supply based river basin management
approach rather than on county/administrative ameadaries will have an impact on
how the water services sections of local autharitie their jobs. There may be some
retraining required for staff ifareas of respongipare changed.
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Fig 7 Water Senices

WATER SERVICES

Nature of training or

Numbers identified as needing training

L&D need
Business/| Engineering/ | Water Serviceg
Training/Learning and Development Effective Senior Admin Technician Infrastructural

Needs ldentified Mandatory | Implementation| Mgmt Grades Grades Grades Total
Legislative knowledge, policies & technical expsetfor
water quality X X 34 70 98 191 393
Operation and management of water and waste water
treatment plants X 16 20 154 190
Health & Safety X X 16 25 124 165
General IT Training 16 20 94 130
Specialised technical training related to the wagsvices
function (e.g. water/effluent) X 3 5 27 75 110
Procurement of contracts& other capital projecuements X 10 11 33 54
Technical skills in relation to SCADA X 21 21
Project Mgmt ie. compliance with capital projects X X 8 6 6 20
procedures
Water conservation training X 15 15
Time Management X 4 10 14
Training on design of schemes X 6 5 3 14
Training on management of contractors/consultants X 6 5 3 14
Systems - Leak detection software X 1 4 8 13
Systems - Agresso, PCS, Labinfo, meter managemeint a
other DEHLG systems X 3 9 1 13
IT (software skills) Project control systems X 5 1 3 9
Financial mgmt X X 2 4 6
CPD - continuous personal/professional development X 3 1 1 5
Machinery training X 3 1 1 5
Supervisory training X 3 1 1 5
Customer care X 3 1 1 5
Overall Total 90 172 257 682 1201
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Noteson Fig. 7

The grades of water services staff specifically tioeied by the respondents have
been clustered into the following categories (far purposes of this report) and these
are used in the learning and development tableRggé).

Category of Grade

Grades included in category

Senior Management

Administrative Officer
Director of Service
Senior Executive Officer
Senior Engineer

Business/Administration Grades

Senior Staff Office
Staff Officer
Assistant Staff Officer
Clerical Officer

Engineering/Technician Grades

Senior Executiveriaay
Executive Engineer
Assistant Engineer
Area Engineer
Executive Technician
Technician Grade 1
Environmental Awareness Officer

Water Services Infrastructural Grades

Supervisnsgector
Inspector
Waterworks caretakers/maintenance crev
Plant Manager
Van Crews
Craftsmen

Foreman
General Operative
Clerk of works
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Infrastructure Services
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Road Construction and Maintenance
e Capital schemes

« National/non-national road network

« Construction/maintenance/improvements
« Decisions — VFM

« Car Parks/Footpath network

« Bridge management

e Plant and machinery

e Community involvement in road schemes
Traffic Management

Funding & Budgetary Constraints
« Strategic inner road relief

« Procurement and tendering

« VFM agenda

« Reduced budgets

Special projects e.g. Docklands

Health & Safety

Business Issues
INFRASTRUCTURE
SERVICES

Customer Service Delivery
* Reduced budget

* Reduced resources

» ‘Delivering more for less’

* Impact of staff embargoes

* Public Lighting systems

» Emergency management programme
Pursuing green objectives

Road Safety
« Raising awareness
« Signing & lining at schools
 Safe routes for pedestrians,
cycles & motor cycles
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Infrastructure Services

Twenty-one (21) units out of a possible thirty-f¢84) responded giving a percentage
response of 62%. The twenty-one (21) Local Aut@ubmissions was made up of
nineteen (19) distinct infrastructure servicgsads and road related activities)
business units plus two (2) infrastructure seruvciés who provide both water
services and transportation services. In thesg2)voases as information was
provided about both functions the data relatedi@structure services has been
included in this segment. This is to ensure disainuch as is possible the figures
presented represent the overall national picture.

Furthermore a number of the twenty-one (21) locatisubmitted multiple responses
as they have sub-divided the transportation functesulting in an actual population
of twenty-nine (29) business units and it is frdws tfigure (29) that the results have
been calculated. This represents a response absal®0% from this business
function which is the highest of all the units syed.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The business issues highlighted by the InfrastrattServices units can be recorded
under a number of common themes namely:-

All aspects of roads and road maintenance incluttaf§ic management

Funding for Capital Programmes and the Roads Dpuatnit Programme

Road Safety

Health and Safety

Customer Service Delivery including public lightisgstems and green issues

agrwnhE

1) Roads and Road Maintenance

Over 40% of the respondents highlighted the managérand maintenance of the

roads network as a key business issue for theialLAathority. The issue covered

sub-issues such as:-

« The efficient and effective operation of the roadswvork programme

« The maintenance and improvement of both nationdiram-national roads

« Developing the relationship between the unit ardNlational Roads Authority

« Development, placing and capacity of car parkstaedissociated revenue stream

« Maintenance of plant and machinery owned and lebgede Council

« Bridge management — construction and maintenance

« Footpath network management — construction andteraance of footpaths

« Encouraging community involvement in road developtite hear the local views

« Delivering on the traffic management strategy idetg the regulation of street
side parking clamping, clearways, parking meteeeffow initiatives etc.

2) Funding for Capital Programmes and the Roads Devefament Programme
Nine (9) of the Business Units who responded higihéd decreased budgets as a

primary business issue affecting them at this tmeé most likely the remainder were
saying exactly the same thing in different waysalié for money procurement of
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goods and services and the re-negotiation of egistontracts were identified as sub-
issues as was the need to pursue the moderniseditgsibrmation agenda.

One respondent singled out the strategic inner nedief scheme for particular
mention as a business issue. Similarly two Coimbdted the investment they have
separately made in Docklands infrastructure inrthecality as a business issue.
Reduced funding for necessary supports i.e. trgjiniequipment etc. coupled with
reductions in numbers of experienced staff appedetvery real business issues for
this sector.

3) Road Safety

Over 30% of the respondents highlighted the proomotif road safety awareness and

the delivery of road safety initiatives as a bussissue for their Local Authority.

Road safety covers a broad range of sub-areasastch

« Initiatives regarding cycle safety e.g. safe cyolates etc.

 Initiatives regarding motor cycle safety

« Initiatives regarding safety for all school goingrgonnel, this includes signing,
lighting and guarding precautions at schools arieges

« Initiatives regarding road safety awareness irbtii@ness community

4) Health and Safety

Health. Safety and Welfare of the workforce whildivkring on the needs of the
organisation and the community was listed by nifig df the twenty-nine (29)
respondents (31%). This covers the Council’s stayuobligations under the road
traffic acts as well as all the Health and Safetyidlation related to transportation and
personal safety at work.

5) Customer Servce Deivery

A most significant business issue affecting thengportation units and mentioned by
twelve (12) respondents (41%) is the delivery ddliqy services given the reductions
n resources both financial and staff related. Cediplith this is the need to retain and
enhance current expertise to increase the fleijitalhd mobility of the available staff.

The Council’s emergency management programmetéliss a business issue by two
(2) respondents as is the maintenance of the plighitng system also cited by two
(2) respondents as a business issue.

Lastly delivering on the Council’'s commitments undks ‘green agenda’ and the
challenge of operating in line with ‘green objeeBVis mentioned by one respondent.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

All business units (100%) said they would neediray or development to deliver on
the business issues. Respondents listed primaatydatory training in such areas as:-
» Signing lighting and guarding at roadworks
» Safe pass
» Health and safety at road works (both full and daly)
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Some less practical more administrative course® &0 specified such as budget
control, procurement and contract law. From an remvihental perspective a course
on composting was specifically mentioned. The iohjpd the economic downturn is
very evident with one respondent saying that ‘vgiidff contracts being terminated, it
would seem that training won't be an issue’.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the units highlighted as being required kaffsis provided at the end of this
segment (see Fig 8).

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

Respondents are very concerned about the impacteitheced funding and the
embargo on staff numbers is likely to have on thlévdry of service by the unit. One
respondent says that the consequences of the embargecruitment will reduce
numbers available and this may affect day to dagratpns due to unforeseen staff
absences. Similarly as one respondent says thiigeva significant reduction in the
number of new projects authorised to proceed. Wathrence to the transforming
agenda and the need to optimise resources resgsnday that significant
improvements in value for money will be required.

From a staff perspective respondents say thatrtipadgt of the downturn will be

decreasing morale due to project uncertainty andenpoessure being placed on
existing staff due to loss of experienced staffatdlty. Equally it is believed that

project managers will be unable to forward plan daeuncertainty regarding

resources and this will impact on service delivesulting in a frustrated public (who
may have been waiting patiently to have the probtesolved) and who may react
aggressively to the infrastructure services teamhearing the project is being
postponed or given a lower priority.

With reference to training needs (both mandatory aan-mandatory) respondents
say that training is essential to enable crossicbvée available however another
manager says that restriction in budgets limitsaibiéity to assign staff for necessary
training to meet legislative requirements theret@ating a risk for the Council.

Project delays and reductions in services are thijemeasulaties of the impact of the
economic downturn with respondents saying repeatidre will be ‘severe impact
on maintenance of roads and essential services’aamdajor slowdown in capital
projects’. One respondent says there will be ‘fess work done’ while another says
there will be a ‘deterioration in assets’ as thequs between maintenance visits is
extended..

One Council says the impact of the economic downtunile it will result in ‘less
activity in relation to capital projects’ will rekuin resources ‘being focused on
planning / designing new infrastructure solutioas’d ‘managing and maintaining
existing assets’ both of which are positive outceme
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In your estimation will the impact of these changesequire staff to develop
additional skills?

Four (4) of thetwenty-nine (29yespondent$14%) saidstaff will not require further
training to address the budgetary constraints wvilie remaining respondents
mentioning the need for training to help staff ‘be® more adaptable and more
skilled in efficiency/cost effectiveness and betéretble to manage their time and
workload’. Furthermore respondents say staff waguire ‘good communication
skills to enable them to deal with the public ahd public representatives who press
them to explain why it was not possible to deliwarprojects’.

Respondents say skill levels in the areas of hagdkignificant change and
modernisation will be required and an entrepremwapproach will be required to
ensure that value for money is achieved and staffdeliver on what was agreed in
the Corporate Plan.

Future developments in likely to have an impact ostaff training & development

National Roads Authority (NRA) will be taking resmibility for the technical
supervision and programme management of non-natimaals. Roads staff will
require briefings on best way to establish and taairrelationship with NRA staff.

As part of sustainable development the Governmetdjsital programme will be
rebalanced with less emphasis on building of rcau$ on carbon-based transport.
The expected ratio of expenditure on new transimitiatives will shift away from
investment in roads towards investment in pub&dasport.

Responsibility for the maintenance of the publghting system from ESB networks
will necessitate training for roads section stAf.maintenance work will no doubt be
contracted out roads staff will have to develop rehills in areas of contractor
selection, quality assurance techniques, contractagement and inspection.

As a result of addressing climate change and i éotbreduce costs public lighting
will need to become more energy efficient.
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Fig 8 1nfrastructure Services

INFRASTRUCTURE SERVICES

Nature of training or

Numbers identified as needing training

L&D need
. . Infrastructural
Tralnlng/Learncljng(?nd_][?e(;/elopment Effective Senor admin engineering/ supervisory /outdoor

Needs Identifie Mandatory | implementation| mgmt grades technician technical outdoor general other | Total
Safepass X 210 210
Safe Systems of Work Plan (ii) X 199 199
Financial management - training
required to comply with legislation.
budgets, funding, pgm delivery etc., X 20 15 51 140 190
Improved technical knowledge in
structures, traffic management and
ongoing developments in general Civil
Engineering activity. 15 15 140 170
Improved awareness of legal structures
pertaining to Road Maintenance activity 15 15 140 170
Legislative knowledge, policies and
technical expertise for various schemes 80 41 37 10 | 168
Health and Safety training X 19 44 3 1 84 151
Disability and accessibility X 19 41 70 130
Stress management 10 27 70 107
Development of specialist
knowledge/technical skills related to the
IS functions to keep abreast of changeps
in standards and processes. X 18 37 10 65
CSCS (1 day) 63 63
Updating cross functional requirements 19 41 60
Overall Total 185 239 77 46 1116 20 168
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Noteson Fig. 8

The following non-mandatory courses were also ifiedtas being of benefit to staff
for effective implementation and delivery of busiaéssues. However in some cases
no staff numbers were provided or the numbers givere very low (less than six (6)
staff) so they did not feature on the final table.

Road design skills update

Signing and implementation of traffic management
Road safety officer training

Cycle tester training

Map Road

Auto Cad

Bridge management

Surface dressing

Mini digger driving

Dumper driving

Roller driving

Location of underground services

Safe working with hot products (bitumen)
Specialist vehicle and equipment courses.
Specialist lighting design courses

Transport and mechanical plant

Training for roads and transportation staff in s@aort planning, traffic management
and modelling

HR training

Supervisory skills and Management Training

Ongoing New Form of Contract Training

Presentation Skills/Pubic speaking/PR

Performance measurement — in-house working groups

Project management

Procurement procedures, also DOF requirement rendectation and cost benefit
compliance.

Agresso (Financial Management System) and othéwaod packages

Funding strategies

ECDL and all computer courses

Minute taking

Managing change

Marketing and Communications

Handling violence and aggression in the workplace
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Finance
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Good Governance
« Financial direction and control
« ‘Soft financial law’ — internally ‘policed’.

« Treating & managing risk

e Best practice in procurement/tendering

- Effective payment processes

« Promoting VFM initiatives

+ Asset management

« Systems security

Provision of Accurate
Financial Information

e Prudent Budget Management

* Reduced funding

* Loss of income

* Accurate management

information systems data for

decision making

Business Issues
FINANCE

Income Generation & Debt Collection
» OQutstanding Debt Collection

* Cash & Treasury Management

* Collection of financial arrears

* Maximise revenue in changing economic climate
Maximise Revenue from all income streams

Implementation & Roll-out of the

CORE System

Change over to CORE payroll system

Introduction of new modules

« Time and Attendance

« Travel and Subsistence

« Budget management

« On-line data recording by staff

Compliance with
Policies/Procedures &
Legal Obligations
Practical implications of:
« Tax changes,

« VAT

« Withholding tax
« Revenue schem

Budgets/Budgetary Control/
Budget Constraints
« Delivering ‘more for less’
« Control of both capital/current
expenditure
Accurate financial data/budgets
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Finance

Twenty (20) units out of a possible thirty-four J3ésponded giving a percentage
response of 59%. Several of these locations dtdamhmultiple responses as they
have further sub-divided the function resultingamactual population of twenty-
seven (27) business units and it is from this #g@7) that the results have been
calculated.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 20117?

The Finance Units who responded tended to haveah® business issues which fall
logically into the following themes:-

1) Income generation, debt collection and maximisgxgenue from income streams
2) Implementation and roll-out of the CORE system

3) Provision of accurate financial information

4) Compliance with policies, procedures and legalgations

5) Budgets and budgetary control/budget constraints

6) Good governance

7) Knowledge management

1) Income generation and debt collection

Thirteeen (13) of the twenty-seven (27) businesssd8%) reported that income
generation and revenue collection is the main ssinissue. Within this issue
outstanding debt collection, cash and treasury gemant and collection of financial
arrears are all identified as sub-issues. The ne@daximise revenue collection in a
changing economic climate and furthermore to mas@mievenue from all income
streams are also reported as significant relatsthbss issues.

2) Implementation and roll-out of the CORE system

The smooth and successful change over from theemmupayroll system to CORE
and/or the implementation of the CORE payroll ugderdif the unit has already
installed CORE) is highlighted as a business issuat least ten (10) finance units
(37%). Reference is made to the introduction ofrtee CORE modules namely time
and attendance, on-line submission of travel ahdistence claims and budget mgmt.
A related business issue identified by respondemtselationship management-
working with the CORE project team to ensure thieatifve introduction of the
system while another is to ensure that CORE praeedhanuals are all written and in
place to support the roll-out.

3) Provision of accurate financial information

This business issue focuses on the provision ofirate financial information for
distribution to the various business functions nalde them to manage their budgets
prudently and accurately. Finance departmentsll iof ahe Local Authorities have a
major challenge to work with and support the mareagd the business units to
control both revenue and capital expenditure invvad the reduced funding and loss
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of income currently being experienced. Furtherhis ts the importance of ensuring
proper use of financial data and systems datahiisame purpose. The challenge of
achieving effective devolved financial managementecorded as another business
issue and again is of critical importance to decisnakers. Linked to this issue is the
need to review, prepare and monitor budgets amieipare accurate budgets with the
restricted finances available. Agresso can contithwgely to this objective if used
correctly as it provides financial management reépgrinformation to aid decision
making.

4) Compliance with policies, procedures and legalbtigations

The Finance Department need to stay abreast tégadllative obligations and this is
listed as a business issue by three (3) respondéras example, keeping up to date
with the practical implications of tax changes,,waithholding tax and all other

revenue schemes is a necessary skill and a docedeusiness issue.

5) Budgets and budgetary control/budget constrairgt

The need to ‘achieve more with less’ is a businsssie central to nine (9)
respondents (45%). Departments need to contrdl thatir capital and their current
expenditure and require the support and assistartbe Finance Dept to achieve this.
Effective budgetary control is a collaborative pmes. Accurate budgeting and
estimating will only happen if managers have actesscurate timely financial data
from the Finance Unit.

6) Good governance
This business issue centres around financial daecand control. While not
underpinned with legislation it is often regardesl ‘aoft law’ and is internally
‘policed’. Sub-issues within this business isstee:a

Treating and managing risk

Best practice in procurement and tendering

System security

Process manuals for the various systems

Effective payment processes

Promotion of value for money initiatives

Payment of vat by principal contractor

Data Protection

Asset management

Shared services

Knowledge management — developing effective MISeays to aid

financial decision-making
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In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Twenty-four (24) out of twenty-seven (27) resportde{88%) reported they would
require training or education to deliver on theibess issues and that a variety of
both mandatory and non mandatory courses are néedettiress the business issues.
Just three (3) business units reported they woolcheed any training.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the finance units highlighted as being reegiiby staff is provided at the end of
this segment (see Fig 9). Debt collection hasrgatkas the most necessary of skills
across all the units followed closely by CORE tmagnto support the payroll
implementation and Agresso training. While thenbers of staff are relatively low
for such a large business unit it is possible tivagolate from these to get an overall
national picture.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

The Finance Unit has overall responsibility for ragimg the finances of the Council
and respondents are concerned about the impacblasyenue is going to have on
the level of funding available for each of the vas schemes. The general belief
among respondents is that despite the reductiofoaratdistribution of workload in
other sections work will continue much as normalthe Finance Unit — reports
prepared and produced, bills issued, invoices paishh managed etc, The sense from
the respondents is that the standard day to dagegses will remain unchanged
although they may involve slightly lower volumesdatta.

Below is a list compiled from the respondent vigwghlighting the shifts that are
likely to occur in day to day working in the finanhacinits as a consequence of the
budgetary constraints:-

» Greater focus on financial planning and management

» Greater focus on debt collections

» Greater focus on demonstrating value for money

» Greater focus on maximising income streams, trgaaui debt mgmt

» Greater focus on ensuring compliance with all mati@nd local directions

Furthermore respondents say there will be:-

* Increased work in changes in VAT as the Governraokahge the legislation

* Increased work in applications for Motor Tax aslaapions continue to rise

* Increased workload in creditors and debtors control

* Increased pressure to make payments quicker

* Increased demand from budget holders to monitorecahcile expenditure

* Increased requests from project managers for ingatdwvancial information for
new projects

* Increased pressure to collect revenue
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* Increased time spent making and monitoring agre&weith customers

* Increased time spent implementing new or upgradxigting computer systems

* Increased time spent completing returns to Govemmdepartments and state
agencies

The Finance department will also be affected byDbpt. Finance staff embargo with
vacancies likely to remain unfilled. It is predidtéhat the pace of work will slow

down significantly and depending on how long a posihas been vacant that the
function may come to a complete standstill.

Taking a societal view, the collection of monieg fents and the repayment of
mortgages may become increasingly difficult dugh® many competing financial
demands on families.

Furthermore, if the economic situation continueddoline weekly deadlines may not
be achieved e.qg. staff payroll not being processetime resulting in non-payment of
staff and increased employee frustration and anger.

In your estimation will the impact of these changesequire staff to develop
additional skills?

Twenty (20) out of twenty-seven (27) respondent®4y are of the opinion staff will
require further training to cope with the uncertigi® of the current economic
downturn — most felt additional ‘soft’ skills woulae required in areas such as time
management, prioritisation both of workload andotigets, negotiation and change
management.

In addition to these, innovative approaches torfod management will be required
and it is suggested that further learning in tHi®¥ang areas would benefit staff.

» Electronic Funds Transfers

» Direct Debits

* On line systems

* Reporting systems

* Innovative ways of procuring goods and services

» Development of shared services

Future developments in likely to have an impact ostaff training & development

Possible major changes into how local governmehinded and introduction of new
sources of local charges will necessitate finana#f seceiving training in (i) new
calculation methodologies that need to be appligdgathering of accurate data on
people/premises liable for charges; and (iii) dasgbmanagement of people/premises
charged.

Introduction of EU and national initiatives in tlield of green procurement will

necessitate finance staff (as well as senior maspgecoming more knowledgeable
about this issue. Green procurement initiatives @rmansure that public bodies when
purchasing works, services or supplies give adegadtiention to environmental
factors in their purchasing and contracting deaossjowhile respecting EU

procurement rules.
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Finance staff and once again senior managers al &ahorities will need to receive
training in how best to achieve value for money awnomies of scale in the
procurement of goods and services through co-dparavith neighbouring local
authorities and or by participation in regionaldencompetitions.

Government shared services initiatives may ne@sdinhance staff developing skills
in the areas of (i) drafting and managing servieeel agreements; (ii)) managing
service provision on an outsourced basis.

All local authorities will have to maximise the aomt of revenue being collected over
the next couple of years. Finance section staffelbas staff in the business units that
have responsibility for collecting revenue andfar dccounts receivable will have to
ensure that their staff are skilled in account ngean@ent and in debts recoverable
techniques.
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Fig 9 Fnance

FINANCE
Nature of training or Numbers identified as needing training
L&D need
Finance
Training/Learning and Development staff
Needs Identified Effective (grade not| Senior
Mandatory | implementation| specified) | Mgmt | SSO | SO ASQ CC D Total
Training for Debt Collection and Management of Daibdl Credit
Control - to include Legal Process X 62 8 17 16| 24 32 159
Financial Management Reporting and Budgetary Carrisk
management, corporate governance, preparing AeSupmment,
contract negotiation etc., X 21 20 15 19 6 7 88
Specific financial training recognising the reaiand service
prioritisation needed in the current global andaratl recession, such X X 14 6 3 10| 10 | 39 84
as improved use of resources (manpower/finanénaproved
procurement practices and core statutory requirésnen
Training on use of new CORE payroll system (inahgdinew
processes) Provided as part of HR/ Payroll Projécaining will also
be needed for the introduction of Core Time & Attence & Wages. X 4 3 7 1 23 2 78
Better use and understanding of Agresso Financaldgement
System and the various modules e.g. Tax, I-hom&, RCcs Payable,
Revenue, Rates, Water Metering etc., X X 28 59 17 70
IT Skills - Microsoft Packages and system trainimg
ecdl/access/excelator/excel spreadsheets etc., X 2 12| 12 31 57
External and on the job training in establishind aperating new
financial management systems coming on-line andlagislation
being introduced by DEHLG, DOF and Revenue . X 2 5 5 9 14 17 52
Report writing skills X 1 3 2 6 11 23
Customer Service & Dealing with aggressive custame X 1 2 2 4 5 14
Overall Total 131 50 59 89 108 18 625
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Information Technology
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IT Security

» Assisting the organisation to do more with
less through the application of technology

e ICT strategy

Disaster Recovery Planning

Using IT to Improve Services

« Use of IT to deliver service, reduce costs
e Use of internet for payment purposes
« Provision of Professional Service to

the Public - increased efficiencies with ICT
« Enhanced MIS systems
« Shared services — recommendations of
Taskforce

Business Issues
ICT

Maintenance of
software/hardware

Hardware upgrades

Software upgrades

Development & Management of
Core IT Systems

Implementation of HR. Payroll and « Broadband
Superannuation system « Database
« Websites

Internet and Intranet
Emerging technologies
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Information Technology Services

Eighteen (18) units out of a possible thirty-fo84) responded giving a percentage
response of 53%.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The business issues highlighted by the Informalieahnology units centred around
the following themes:-
1) The implementation and roll out of the CORE HR,®Hdyand Superannuation
system throughout the organisation.
2) Raising the profile of IT within the organisation
3) Maximising the use of technology throughout theamigation to deliver on the
Corporate agenda and support the businesshieve its goals and targets
4) Supporting the provision of timely and accanatanagement reports to the
organisation through enhanced MIS systems
5) Maintenance and upgrading of hardware, so@éndatabases, corporate websites,
internet capability, intranet etc.,
6) To implement the recommendations of the Taské-on the Public Service with
regard to the delivery of ICT through shared/ses
7) The creation of a new ICT strategy with Semi@nagement involvement/support
8) Extension of customer service delivery throtlghuse of technology via the
internet e.g on-line payments capability etc.,
9) Optimise the use of resources — prioritise atiogrto urgency, requirement and
necessity

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Sixteen (16) business units (90%) said they woetglire training or development to
deliver on the business issues with just two (3jrgathey would not require any
training. Respondents listed vendor provideching primarily and cross training to
deliver better coverage and increase expertis¢afff fsom 2/3 disciplines to several
more. While no mandatory training is required talrads the business issues several
of the skills required are listed as ‘essentialtd amork could not proceed without
them.

A table of learning and development needs (bothdawmmy and non-mandatory)
which the units highlighted as being required kaffsis provided at the end of this
segment (see Fig 10). It is worth noting that twepondents said they have not yet
identified what training will be required for ICTta$f while another said they are
moving from MS software to Open Source which isefrget offers the same
capability. LGMSB/LGCSB also provide training toT@inits on a range of subjects.
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In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

Respondents believe that the lack of resourcestaluke economic downturn will
result in delays in introducing new technologiesd/an responding to support
requests. One respondent says that budgetaryacats already miniscule provision
will make it extremely hard to keep up proper IGanslards.

Another respondent says that the downturn will ltesuincreased workload as a
consequence of the reduction in the use of ext@wmadultants. Equally there will be
extra work in ICT due to the adoption of additiosatvices and the increased use of
technology to counterbalance the lack of stafhm dther sections e.g. billing systems

Lack of funding and reduced staff numbers will greaffect ICT units and as one
respondent says ‘the embargo on recruitment wilepa problem as the skill set
required is not available in a small Local Authgrithe solution as in other sections
will be a greater focus on cross functional skglimithin the unit.

From the user perspective respondents are conceibedt the impact of under
investment in both hardware and software sayinty‘itf@ardware is not replaced on a
regular basis it is likely that more staff time Mdk spent carrying out repairs to make
old equipment last longer while another says thia¢re will be ‘disastrous
consequences if ICT budgets are cut as ICT is ¢hiacto enabler of efficiency in so
many situations’. Investment in cross training tG& team is equally important with
respondents saying that ‘a reduction in the trginbudget will impact on staff's
ability to manage and maintain systems and consgiyuecreased overhead costs
will be incurred if systems are not upgraded’.

The consequences of under investment in technaogyecorded by all respondents
with one respondent saying that ‘a disaster regopkamn needs to be in place because
if an older server fails there needs to be a teanyasolution until a replacement is in
place and configured’. Of the potential risk oespondent says 'ICT sections will
continue to try and cover all bases but unlessotiganisation can adapt it is only a
matter of time before there is a major loss or ichjpa the Information Systems’.

In your estimation will the impact of these changesequire staff to develop
additional skills?

Two (2) of therespondentsaid staff will not require further training to addrethe
budgetary constraints with the remaining resporglar@ntioning the need for training
to help staff ‘adapt to a more varied range of warld tighter management of
budgets’. Hardware and software troubleshootingissknetwork management and
configuration skills are all mentioned as is theechdor ongoing user training to
operate new systems and to be able to resolve isgues for themselves given the
overstretched ICT workforce. Another area of pasgnteed is database support and
maintenance with one respondent saying ‘technidf will require more database
skills and likewise the database team need mohaiesl skills’.
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ICT appears to be a unit where investment is afitend standing still is not an
option. However whereas most respondents belieméntmus investment is crucial
one respondent believes that ‘maintaining and dategong existing assets rather than
further investment may bring about a mindset change

Future developments in likely to have an impact ostaff training & development

In an effort to achieve greater cost savings afidiefcies local authority IT sections
may be attracted to open source code and free a@ftoptions rather than Microsoft
packages and operating systems. If this does bettmse then IT staff will need
to receive detailed training to become proficientreeware.

Government shared services initiatives may ne@assiT staff developing skills in
the areas of (i) drafting and managing servicellageeements; (ii) delivering upon
targets set for service delivery, support, disas¢eovery, etc and (iii) managing
service provision on an outsourced basis.
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Fig 10 L.T. INFORMATION TECHNOLOGY
Nature of training or L&D Numbers identified as needing training
need
IS IS Tech
Training/Learning and Development PLeader Support
Needs Identified A/AO IS Analyst/ Officer or | Senior Prog
Effective AO Developer SSO| Analyst/ | ASO/Junior
Mandatory| implementation| SEO | (Gr 8/7) (Grade 6) Prog SO pgm CO Total
IT Server Virtualisation ( to meet the new perfonoaindicators
for energy/carbon saving ICT technologies) Vmware. X 11 9 12 32
ICT infrastructure to support both voice and datenmuications
- pphones (mobile and fixed) VOIP etc., X 3 9 6 10 28
Oracle Database Management X 3 9 6 10 28
Sage Saleslogix X 3 9 6 10 28
Integra Advanced for Technical/Administrative staff X 3 9 6 10 28
Business Process Improvement (using ICT) X 9 6 0 1 28
Technical training for systems implementation apdrades X 9 7 11 27
ITIL v3 Framework Training - Foundation and Summagining X 3 20 23
Implementation of HR/Payroll and Superannuatioriesys X 4 9 4 2 19
MS SQL 2005 upgrade of key applications and serfears
Agresso/lhouse/Iplan/Ireg. X 7 1 9 17
Open Source SoftWare (freeware) X 3 4 5 12
New development architecture e.g. Visual studicetipment X 3 1 6 10
Project Mgmt skills (from workflow analysis to ingghentation) X 8 1 1 10
Networking and Active directory (for LAN administian) X 5 1 6
Security/firewall/intrusion prevention/antiviruséhepyware X 5 5
AQL Server 2005 Reporting Services X 1 2 2 5
Implementation of Finance and Compliance Console X 1 2 2 5
External & on the job training - operation of nelv$ystems X 1 1 1 1 4
Sharepoint 2007 upgrade of the intranet application X 2 2 4
CRM system for managing/tracking customer queries. X 1 2 1 4
Overall Total X 18 94 77 107 27 323
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Human Resources/
Corporate Affairs/Corporate Services
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Human Resources
* Re-deployment of staff

e Pursuingnecessary training programmes

* Supporting line managers implement change
» Health and Safety Corporate programmes

* Family friendly policies

Staffing embargoes —impact on the units

Corporate Affairs

« lIrish language initiatives

« Social inclusion initiatives

e Customer Service

* Reduced staffing

« Delivering on Corporate agenda
with less resources

Developments in HR

 PMDS Development

* Development of HR
strategy

Shift to strategic HR

Business Issues
HR/CS/CA

Implementation of CORE
system

Corporate Services

Managing and supporting Council
activities

« Managing and supporting
customers (internal and external)

« Development and support of
Council staff

Implementéon of Corporate Plan

HR, Payroll and
Superannuation

e Corporate roll-out and
implementation

* Review and linkages to all
other HR policies
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Human Resources/Corporate Services/Corporate Affag

Fourteen (14) dedicated HR units out of a possibtey-four (34) responded giving a
percentage response of 41%. Furthermore a nuniiee docal Authorities combine
Corporate Services and/or Corporate Affairs and dluiResources and for that
reason these are also being included in this seotigulting in a population of twenty-
Six (26) or 76%.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The most significant business issue highlighteddoy(10) of the fourteen (14) (72%)
Human Resource units is the implementation andawatlof the CORE HR, payroll
and superannuation system throughout the orgamisati

Responding to the impact of the Department of Feearecruitment embargo and
maintaining positive working relationships with anirepresentitives, partnership and
the business units was also identified as a busingsue by ten (10) of the

fourteen(14) (72%). Linked to this is the needtovide support for line managers
and staff operating in the current challenging @coic climate.

Developing a flexible workforce capable of delivigsia quality service in very
challenging times was identified by seven (7) & tburteen (14) units. Linked to this
for five (5) respondents is the need to ensureevédn money from staff training
programmes and that they deliver a workforce readliing and able to be
re-deployed/re-assigned as needed. As one resposaldristaffing between sections
will have to become more mobile and flexible. Seumudget cutbacks means that the
organisation will change drastically’.

The review, development and implementation of HRcps was identified by

nine (9) of the fourteen (14) respondents. Politis@ed ranged from attendance and
absence management to dignity at work, social gty and family friendly work
practices.

The Health, Safety and Welfare of the workforce leshiheeting the needs of the
organisation was listed by nine (9) of the fourtég&d) respondents (64%). As one
respondent said ‘the challenge is to look aftervielfare of staff in conjunction with

the change agenda’.

The challenge of operating under current budgetarystraints was mentioned by
seven (7) of the fourteen (14) respondents with ringew of contracts both for
staffing and procurement of services and the awafdsigher education grants
mentioned by two (2) of the seven (7) units.

Lastly the development and implementation of a Hdtegy, the corporate shift to
strategic HR and the continued rollout and embegidihthe PMDS process were
mentioned by four (4) HR units as business issues.
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The most significant business issue affecting tbgp@rate Service/Corporate Affairs
units (in addition to the HR issue discussed abowmed mentioned by six (6)

respondents (50%) is the delivery of quality arficieint services to both internal and
external customers of the Local Authority. Promgtiboth the social inclusion

agenda and the Irish language agenda are bussmsssifor these functions being
mentioned by three (3) respondents.

Supporting the work of the Council and the Coupncill and facilitating effective
working relationships between the executive/staltl &lected representatives is a
recurring business issue for Corporate Servicesunit

For Corporate Services the Register of Electors lisgesd as a business issue by one
respondent while emergency planning (which was disoussed under environment
and the fire service) was cited as a business iasoiee Corporate Affairs unit.

A small number of respondents mentioned the faat th Corporate Services the
work of the unit and by extension the businessessiacing the unit are largely
determined by the objectives of the Corporate Phrhe time of the survey the new
Corporate Plan is under development and while as r@spondent says ‘it will

probably in the main be a continuation of existolgn’ this may not prove to be the
case and new issues may emerge for these custoousised units.

One respondent from a large urban local authorigdenreference to the fact that
business issues may result from the planned prbgoshave a directly elected
Mayor.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Three (3) business units out of twenty-six (26)%)0said they would not require

training or development to deliver on the busiriesges. The remaining twenty-three
(23) respondents (90%) said they would need trgimiith ten (10) of the twenty-

three (23) (43%) saying that for some objectivasning will be needed while for

others it will not be needed. One respondent lifRettaining for the HR Manager,

IT skills for new HR System, Project Vision and Agso Reporting all being

necessary to deliver on the issues while anotfibravstrong Corporate Affairs brief

listed customer services training and the implert@n of their scéim Gaeilge (with

supporting training) as necessary to deliver on pheviously identified business

issues.

Of the need for further training one responderd faat the requirement for training is
not an absolute "yes" because ‘in the event thatetlis no change in personnel
assigned to HR then within the capabilities/exgertin the area internal training/
mentoring will address training requirements’.

A table of learning and development needs (bothda@mmy and non-mandatory)
which the units highlighted as being required kaffsis provided at the end of this
segment (see Fig 11).
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In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

Respondents are very concerned about the impacai@rgo on staff numbers is
likely to have on the unit and overall organisatids recruitment will be minimal the
focus will switch to redeployment of staff and yéth reduced funding the necessary
training to allow this to happen may not be avddall\s one respondent said ‘the
challenge for the HR section is to be ahead of dhanges and know how to
implement them effectively’

Increased IR negotiations and possible industraéloa as a consequence of the
increased challenges and demands being placedatinast organisations strive to
maintain quality services was highlighted as a bbssampact of the downturn n

economic activity.

A further consequence of the downturn mentionedespondents will be an increase
in HR activity due to rationalisations etc. andaaresponding increase in tasks such
as superannuation calculations as staff weigh @i thptions and organisations

attempt to downsize to reduce costs. One respomdentions the fact that the bulk

of the budget in the HR unit is staff costs and ynaaspondents mention the fact that
any reduction in staff will directly affect the leivof service available to the rest of the
organisation.

With reference to Corporate Affairs functions oespondent is very realistic saying
that budget reductions will mean ‘that things weulddike to do won't get done’.

In your estimation will the impact of these changesequire staff to develop
additional skills?

Three (3) of théwenty-six (26) respondent$12%) saidstaff will not require further

training to address the budgetary constraints wviltk remaining respondents
mentioning the need for training in negotiation awaflict management in addition
to the more frequently requested flexibility, prization and time management.
Respondents also mention the need for innovatiahcagativity and ‘finding newer

more efficient ways of doing business’. Anotherssthat ‘greater productivity will be

required from less resources coupled with the déipato multi-task, be flexible and

deliver on the Corporate Plan’.

Linking training to service delivery one respondsaid that in addition to the "skills"

‘there is a real requirement for employees to dgvelnd acquire greater knowledge,
to empower them to assume greater workloads armbmegbilities as organisations
will be operating with fewer employees’. Anothespendent said that ‘staff will need
to develop cross functional skills rather than sdexng in one HR area’.

Specifically for those Authorities who mentionee@ithirish language programme as a
business issue mention is made of the need to aglahguage proficiency both oral

and written in order to comply with the legislativequirements and Council

obligations.

LGMSB NTS L&D Survey Report 92 16/12/2009



Future developments in likely to have an impact ostaff training & development

Corporate services staff and once again senior gesgsan local authorities will need
to receive training in how best to achieve valuenfmney and economies of scale in
the procurement of goods and services through eoatipn with neighbouring local
authorities and or by participation in regionaldencompetitions.

Government shared services initiatives may ne@esiR staff developing skills in
the areas of (i) drafting and managing servicellageeements; (i) managing service
provision on an outsourced basis.

Introduction of the Core HR, Payroll & Superannaatsystem will (depending on
local configuration) necessitate HR staff takingp@nsibility for some functions
previously handled by finance staff (e.g.) makingnual adjustments to payroll,
increments, etc. This will necessitate HR stafferdng detailed training in the
operation of payroll and payroll ‘clocks’ assoctht@ith the completion of payroll
groups on various pay frequencies.
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Fig 11 HR HUMAN RESOURCES/CORPORATE SERVICES/CORPORATE AFFAIR S

Nature of training or Numbers identified as needing training
L&D need
all staff
Training/Learning and Development Effective A/AO (no grade
Needs Identified Mandatory implementation SEO| AO |SSO| SO| AsO CO lll| specified)| Total

Implementation of HR/Payroll and
Superannuation system X 5 6 3 10 12 15 64 119
Legislation - initiatives, policies and
procedures e.g. attendance management

X 1 3 1 3 4 5 26 43
Customer Service 1 2 4 12 23 42
IR training such as negotiation, mediation,
unions etc., X 4 5 8 30
HR and Employment Law X 4 7 5 1 29
Training and implementation of new
circulars and schemes X 26 26
Formal HR training for HR staff X 1 1 1 1 4 18 26
Strategic Planning, Change Management 5 5 4 2 3 4 23
Budgetary Control X 1 2 4 3 7 17
Agresso training on all modules 1 15 16
Cross skilling of HR roles & functions 15 15
HR Seminars - Pensions, HEG, FOI/DP 2 2 4 6 14
Irish Language training - Sceim Gaeilge 4 10 14
Franchise training 1 3 12
H&S training X 1 3 3 1 8, 10
Overall Total 19 34 27| 36 56 87 172 431
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Town Councils
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Delivering on customer service
Achieving ‘More with Less’

Training

« Health and Safety programmes for
all staff particularly outdoor

« Financial management training for
all staff

e IT systems training

Legislation updates for all sections

Staff embargoes
e Loss of skills/expertise
« Need to cross-skill staff
Flexibility

Business Issues
TOWN
COUNCILS

Income and Expenditur i
come and Expenditure Microcosms

Revenue generation,
* Reduced funding

¢ Maximising income
Monitoring expenditure

Urban boundary expansion
« Increased housing applications
e Water Services — review of
existing services/requirements
e Completion of Part V social
and affordable housi
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Town Coundls

Twelve (12) Town Councils from seven (7) differ@aunties provided data for the
survey with three (3) counties submitting multipdsponses from their Town Council
network.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The main business issue for all of the Town Cognisilhow to provide core quality

services in the current economic climate witeduced budgets and staff.
The impact of the staffing embargoes on servicévelgl and also the departure of
trained experienced staff through the incentiviselteme for early retirement are also
signficantly affecting service delivery.

Revenue collection, maxmising income and monitoemrgenditure are all business
issues as the finance is needed to complete tleedgrogramme of work. Another
linked issue is prudent financial management aechéed to draw down promptly the
funding due to the Town Council from central furtdsensure it can be used locally.
Health. Safety and Welfare of the workforce patady the outdoor staff is listed as a
business issue and linked to this is sourcinguhneihg to undertake the training.

Town Councils being microcosms of larger Counciighhght a range of business
issues that relate to housing, planning, envirorinveater services illustrated below:

e Urban boundary expansion

« Increased housing applications

e Water Services — review of existing services amglirements

« Completion of part V social and affordable housing

« Reduction in anti social behaviour

« Traffic management

« Maintenance programmes for roads and pathways

« Litter awareness programmes for schools and busines

« Environmental compliance and protection and impletaiton of schemes

One respondent was very succinct saying the busissse ‘is the ability to complete
the business and works plan for the current andrdutyears without full staff
resources and budget constraints’. Followingromfthis issue another respondent
said of the need for flexible staff that traditilpan Town Councils ‘there is one
person to one job and the absence of this persoreea to serious issues but now
(with the embargo) staff are constantly being agkecthange from one job to another
to cover vacancies’. Multi-skilling staff for dag-day work is a key business issue.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

Nine (9) Town Councils identified training needdtbmandatory and non-mandatory.
One said in-house training would suffice while dm®ot says that the on-going
laboratory training programme will suffice. Anotheaid that training needs will be
re-assessed as time progresses and the economateckiontinues to deteriorate. One
reply listed skills training for housing, planniragnd enforcement tasks. A table of
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learning and development needs which the Town dumdo responded to the
survey highlighted as being both legally requirend abeneficial for effective

implementation is provided at the end of this seginfsee Fig 12). Given the small
number of respondents it is unclear if extrapotatime figures will provide a national
picture.

In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yar unit over the next
two/three years?

Respondents are very concerned about the impa&ntibargo on staff numbers and
reduction in funding is likely to have on the Colin©ne respondent says the

budgetary constraints will greatly affect capatdgymeet the heightened expectations
of the public in the delivery of services while #mer says ‘it will have a devastating

effect’. The respondent says ‘there will be feil, any, capital projects, budgets

and income will be severely reduced whicHl wnpact on services'.

One respondent commented that the cutbacks amdglteving an effect saying that
non replacement of staff coupled with the continuioduction of various new
systems and procedures will and has already begaciing’.

The budget constraint will also limit the amount tadining being provided with
‘statutory training/job requirement training takipgiority over desired training and
development needs’. This is likely to impact oe ttross skilling programme for
staff.

It is also expected that infrastructural deficitd wot be addressed and work activity
will  be reduced resulting in reduced customer sewi provided.
Planned maintenance will also be reduced. Furthexnitois expected that capital
improvement works will be severely curtailed andas respondent said ‘the decline
in available funding allied to any reduction in oaé staff numbers will make it very
difficult to meet members' and public expectations’

In your estimation will the impact of these changesequire staff to develop
additional skills?

All but one of the respondents (92%) believe stalifrequire further training to cope
with the uncertainties of the current economic dimsm — most significant is the
reference to time management and budgetary manager8everal respondents also
cite the need for ‘a greater understanding of tggslative, regulatory and budget
frameworks particularly in relation to planning amolusing legislation’.

Future developments in likely to have an impact ostaff training & development

The Report of the Special Group on Public ServioeamNers and Expenditure
Programmes (2009) contains recommendations oratlmmalisation of the number of
local authority structures by the creation of agkrtier of local government. If this
proposal is to go ahead then Town Council staff megd retraining if any changes
are made to their areas of responsibility.
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Fig 12 Town Council

TOWN COUNCILS

Nature of Training or

Numbers identified as needing training

L&D need
Training/Learning and_I_Development InEgliﬁﬂ\éﬁt- all town AO/ iII:—EI/E/ ASO/ | Revenue/| Ex/Asst o(ljolf)tr Tech- (ill\?c::(kcs)f
Needs Identified Mandatory tation staff | clerk SSO EE SO's CO planner | staff nicians F/man | Total

Llegislative and regulatory framework X X 220 12 12 244
Health and Safety X 170 3 2 7 1 183
I.T training for system implementation (e.g.
CORE) 2 10 24 19 5 60
General Appraisal Training X 23 23
Customer Service X 22 22
Flood Risk Management 1 2 1 2 2 2 2 6| 18
Supervisory management 6 6| 12
Financial management training 1 g 4 11
Audit Training X 4 3 1 8
Public Works Contracts Tendering procedures X il 2 3 1 7
Strategic Environmental Assessment (SEA P 2 2 6
Media & marketing/advertisng/PR training X 1 1 1 1 1 5
Development planning 1 1 2 4
Management skills 1 1 2
HR Training X 1 1
Total 413 4 14 18 58 48 5 11 16 19 60
The following courses were also identified —
however no staff numbers were provided:-

e Agresso — Preparation of Budgetary Reports

e Public private ventures

e Traffic Management

» Town Centre regeneration

e Co2 reduction

» Energy conservation

» Communication training
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Fire Service
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FIRE Service related Legislation

» Raising Awareness of Fire Safety
regulations & Fire Prevention

» Keeping up-to-date with changing

legislation

Financial Management &
Funding
« Mandatory Training
« Reduction in Fire
Safety Certificates
revenue
« Reduction in Building
Activity
Cost containme

* Inspections on Commercial Regulations
* Building & Fire Safety Building Standards

Act (2005)
« Statutoryr

Business Issues
FIRE
SERVICE

Emergency Service Planning
Cross Directorate Function
Implementation of Major Emergency
Management Programme
Maintenance of Emergency Response
Information Centre

H&S Legislation as it relates to Fire
Service Personnel

« Statutory requirements of the

Safety, Health & Welfare at Work

Services Act (2003)
« Implementation of the H&S system
On-going CPD

equirements of the Fire

Provision of a Professional
Service & Management of the
Service

- Effective Management

 Provision of Professional
Service to the Public

» Reduced Resources —

‘delivering more with les:
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Fire Service

Eleven (11) units out of a possible thirty-four 3dsponded giving a percentage
response of 33%.

What business issues are or will be the priority aas that your unit will need to
address either currently or in the near future (i.9 2009, 2010 and 2011?

The business issues specified were drawn direatiy the operational plan(s) and the
common themes that emerged were:-

1) The importance of having up to date knowledge andetstanding of all fire
service related legislation e.g. building safety,et

2) Health and Safety legislation as it relates to fire service personnel and on-
going CPD for all fire service staff

3) Financial management, the need to secure fundidgaidentify efficiencies that
can be made in the service being delivered

4) The provision of a professional, quality drivenvses to the public given the
decrease in funding available and the managemehiabfervice to maximise the
return on the investment

5) Emergency Service Planning

1) Fire Service related legislation

Nine (9) of the respondents (82%) cited familiantyth legislation as the most

significant business issue as without it the §iesvice staff are unable to carry out
inspections on commercial properties or large eagidl dwellings such as nursing
homes and possible hazards could go undetected peitaps fatal consequences.
The fire service also have a brief to give infonmat- to engage with businesses to
advise them on fire safety and explain what thédimg regulations and fire safety

building standards require. This naturally depeqdise a lot on what shortcomings
are detected and how serious and potentiallyhifeatening they might be.

Moving away from commercial inspection and enfareat the fire service also have
an awareness brief to work with communities, schioahd the general public to
highlight best practice in relation to fire safatyd fire prevention. Keeping up to date
with changing legislation and fire safety standasdables all the above to continue.

2) Health and Safety legislation as it relates tthe fire service personnel

Continued improvements in the Health and SafetyFwé Service Personnel is
identified by eight (8) respondents (73%) as a mhjysiness issue with the need for
on-going CPD for fire service personnel mentiongdskx (6) respondents (54%).

Within this issue consideration is given to thdugtay requirements of the Act most
likely to be in relation to numbers at incidentgjugpment required, protective

clothing etc., Mention is also made to obligatiansder the Fire Services Act in
addition to the Safety, Health, Welfare at Work A@O005) and any future

amendments made to it. Reference is made in soses ¢a the implementation of the
Health and Safety Management System presumablghmital support system that
assists with this issue. Two respondents makeeamderto the importance of being
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able to recruit staff to fill any vacancies thatyraise and given the importance of
adequately resourcing this essential service piossible that the embargo might not

apply to it.
3) Financial management and Funding

Securing adequate funding to pay for necessarycantinuous training is seen as a
key business issue by six (6) respondents . Siyithe loss in revenue from the
reduced number of Fire Safety Certificates beirguested (due to the reduction in
building activity) will negatively impact on thenfancial resources available to the
service. Assuming essential training requirememtsnot be reduced and revenue
continues to fall the only option would seem tocbst containment — achieving more
with less and prudent budget management.

4) The provision of a professional, service and €hmanagement of the service

The effective management of the service with eeducing resources is viewed as a
major business issue for the majority of Local Autties and this is liked to another

business issue — the provision of a professionaiceto the public. Most units are

eager to investigate how to maximise the availabkources to achieve optimum

efficiency and effectiveness from them.

5) Emergency Service Planning

Emergency Service Planning appears to be a crosstaliate function with mention
of it in the responses from Environment, Infrastine and Water Services business
units in addition to the Fire Service.  Respongeént fire services describe the
business issue as ‘the need to protect life andgetp from fire and other
emergencies by effective control of emergency iecid and the need to minimise
any potential consequential environmental hazafllinked business issue refers to
the implementation of a major emergency managenmogramme and the
maintenance of the emergency response informataotres although some business
units may not have one of these given their sizktha catchment area they serve.

In order to achieve/address this objective/issue Witraining or development of
your staff need to happen?

All business units identified both mandatory and-neandatory training needs.

A table of learning and development needs whicHiteeservice units who responded
to the survey highlighted as being necessary taeaddthe previously identified

business issues is provided at the end of this segisee Fig 13). Even with the
relatively small number of respondents it is pdssito extrapolate that all fire

personnel require both new and refresher trainm@li areas of fire fighting and

rescue techniques to enable them to remain corfatehcompetent of their skills and
ability and this is necessary irrespective of theldetary cutbacks. Senior staff
provided very accurate details of staff numbersciWwhcan easily be aggregated
upwards to form a relatively accurate nationalyiet
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In your estimation how will the budgetary constrairts and the impact of the
downturn in economic activity affect the work of yaur unit over the next
two/three years?

In the field of fire prevention, there is alreadpaticeable reduction in the number of
fire safety certificates to be assessed due torddaction in commercial building
activity and considerably reduced revenues are@gges a consequence of this. On
the other hand the reduced number of fire safettificate applications frees up
additional time to carry out building inspectionfiere in the past staff were more
deskbound completing the necessary fire certifipaggerwork etc.,

Looking at the situation from a societal perspextiespondents believe there is likely
to be less money available for fire safety in buadg, with the potential to increase
the risk of public fire safety hazards. This will turn put greater pressure on fire
officers to carry out building inspections. Theray also be the potential for an
increase in the number of fires due to increaseshyroyment and more people being
at home for longer. There may also be a reductiothe amount being spent by
families on fire safety (e.g.) not purchasing a kenalarm etc. An increased number
of fire call-outs impacts directly on the fire sieer budget as allocations for fire fees
will be spent to quickly, with no possibility of supplementary budget allocation
being provided. Respondents say this is a fact@lyooutside the control of fire
service management and impossible to calculatastiine.

Despite the budgetary constraints mandatory trgimiil need to be maintained at
least at current levels to retain the skills andvwedge currently in the service.
If sufficient funding is not provided, current ldseof service cannot be maintained
and the service could be in breach of the requinésnef the Safety, Health, Welfare
at Work Act (2005). The service remains oblige@xecute its statutory function and
equally important is the need to replace and/oairegguipment to correct standards.

With reference to equipment maintenance etc., ibieworthy that no training needs
were identified in relation to the third core compat of the business plan namely:-
‘ongoing provision of new and refresher traininghe maintenance of equipment and
vehicles - required in order to comply with H&S ildgtion and Fire Services Acts’.

Respondents are concerned about the impact of eddstaff numbers and leaving
vacancies unfilled, saying that ‘if vacancies ao¢ filled then more brigades will be
called to incidents to make up the numbers and igeosupervision for junior
officers’. This could result in extra workload, averextended workforce with
potential for accidents, mistakes, work relatedsstrclaims or staff going on extended
sick leave which would be a very costly outcome iamglact negatively on resources.

In your estimation will the impact of these changesequire staff to develop
additional skills?

In addition to new/additional technical skills tedp abreast of improvements in fire-
fighting techniques reference is also made to mgeddditional skills to:-

* Review operating practices

* Modernise how business is conducted
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* Review procurement practices

e Enable staff to demonstrate greater business flgyib

e Adopt a willingness to research alternative mofiegieht ways of managing the
function and maximising efficiency.

Future developments in likely to have an impact ostaff training & development
The future development likely to have the greatagiact on staff training and

development will be complying with health and safegislation and regulations as
they relate to the fire service.
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Fig 13 Fire Service

FIRE SERVICE

Nature of training or
L&D need

Numbers identified as needing training

Training/Learning and Development
Needs Identified

Mandatory

Effective
Implemen-
tation

CFO

SACFO

ACFO
/AFO

Fire
Fighter

Station

Officer/
Sub Station

Officer

Brigade/
Fitter/
Driver

Mechanic

Executive
Tech
/Engineer

Admin
Grade
BC/ME/C
DO

Total

Ongoing provision of new and refresher

training in all areas of Firefighting & Rescue
Techniques, Health and safety, Dynamic Rigk

Assessment and associated areas — requiref in

order to comply with H&S legislation & Fire
Services Act 1981 & 2003

15

21

415

72

13

548

Breathing Apparatus & CFB refresher

49

49

Development of current level of knowledge
and competence to deal with various Fire
Safety and Building Control Matters — requir
in order to effectively implement the
Monitoring & Enforcement role under Fire
Services Act 1981 & 2003 and Building
Control Act 1990 & 2007

13

22

Training for Open Sky Building Control
Management system

First Responder

14

Operational Refresher

Sen officers instructor training

Junior officer development

X x> | X[

Haz Mat

Driver training

Major emergency training

Overall Total

13

35

47

482

80

16

690
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Section 2

Training Priorities for Local Authorities including
Cross Functional Generic Training Requirements
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Section 2

1. Please identify which of the following statements dst reflects the approach
your local authority will be taking to the provision of staff training and
development in the next two to three years?

The survey asked respondents to select from tIBe@dssible statements (see

below) the one which best reflects the approacHabal authority will be taking
to the provision of staff training and developmienthe next two to three years

The results for the thirty-four (34) who respon@ded summarised below

We will only be providing mandatory training 1 (3%)
that is required to comply with legislation
We will be limiting training to mandatory 25 (73%)

training plus other training for which a

clear link can be made to achieving business goals.
We expect to provide roughly the same level 5 (15%)
of staff training and development subject to
close monitoring of the budgetary situation.
Non response or Local Authority has not yet decided 3 (9%)

Approach to provision of Staff Training

9% 3%

O Mandatory Training to comply with Legislation
@ Limited Training
O Same level of Training

O Non responses

(G1) Approach to provision of staff training
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2. Will budgetary constraints affect how you provide elucational assistance to
your staff?

With reference specifically to educational assistatime survey asked whether
budgetary constraints will affect how the assistaisgrovided to staff. Twenty-
seven (27) of the thirty-four (34) respondents (Y8%d it would affect how it is
provided with four (4) (12%) saying they had not fggmally decided what
changes they would make. With three (3) non-resesto this question (9%) this
means that all of the respondents expect to lmiraglement changes to their
educational assistance programme as a consequiethecbmudgetary constraints.

2 (a) If yes or not formally decided yet please st what alterations you will be
making to your educational assistance scheme

The thirty-one (31) respondents were asked to eddbmn what alterations (if
any) they will be making to their educational assise scheme. Below is a
selection of the responses:-

* No change to education support levels but reduopgat for travelling and
subsistence

 No further applications for funding for educationaksistance will be
approved in 2009

* Priority will be given to those who have alreadymroenced but not yet
completed courses. Those currently doing a 3rdllesurse will be allowed
to continue with current funding. Others may bkedsto contribute half or
all of the funding for courses they wish to pursue

We will review each application in light of costyaability of finance,
benefit to the organization and previous level sdistance provided to that
staff member

* No changes to be made to our staff education sclamtetaff can still apply
via PDP process. However approval for funding/panding will only be
given to specific courses which have organisatiavide benefit e.g Cert in
Local Govt studies, Health & Safety etc., or coardee staff member needs to
operate effectively

¢ Reduction will apply but not determined vyet if itlwesult in lower level of
staff participation or lower levels of individuinding

* Focus to continue on Local Government related sprdgrammes to primary
degree level

« The Education Assistance budget is likely to bauced in line with payroll
deductions

» Decision taken to reduce funding from 80% to 20%eiducational assistance

*  We have reduced the 2009 budget for educationatasse. we have not
changed the scheme but may have to operate ost @dime first served basis
before year end.

* Course types will be limited to those which are c#jpeally relevant to
people's jobs.
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3. Will your local authority be prioritising any cross functional area training
over the next two years?

Respondents were asked whether their Local Autherd@uld be prioritising any

cross functional area training over the next twpy@ars and twenty-eight (28)
(82%) said they would. Three (3) (9%) said they wlad plan to and there were
three (3) non-responses (9%)

3 (a) If yes then please specify the type of crofisnctional area training that is
being considered and estimate the types and quanét of staff that you
envisage availing of this training.

Respondents were asked to specify the type of tunssional area training that is
being considered and estimate the types and nunobetaff that it is envisaged
will avail of it. A table elaborating on the preuis answer and providing this data
follows (see Table 2).

Note:- It is important to record a number of cdsea the responses received.
* A small number of Local Authorities did not providay of the information
requested to complete this table

* A small number of respondents just said ‘all staffther than specifying
actual numbers

« A small number of respondents specified very langebers e.g. 1000 staff or
200 staff which may have the effect of negativedgveing the numbers being
reported.
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Table 2: Cross Functional Training Needs (under casideration)

Course detall No Grades No’'s
LA’s (estimated)
Health & Safety, inc 13 All grades will require different
courses for different aspects of
More detailed knowledge of health & safety
legislation and management
responsibilities Senior & line management 136
Safe Pass renewals Eng & technical staff 90
Manual Handling Clerical/admin staff 434
CSCS (1 day) Outdoor staff 1990
Occupational First Aid
Safety Representative training
VDU assessor training
SSWPs
People management skills 12 Different categories of managers
inc and supervisors will require
different levels of training
Performance management
Motivating staff Senior managers 40
People management Middle/line managers (inc 321
Coaching analogous)
Line management Supervisors/Team leaders 384
development
Financial 4 Technical & Admin 50
Management/Budgetary Middle and Senior management 20
Control/Value for Money Budget holders 30
Senior/Midlde management 10
Change Management 2 Senior Management 20
Line mgmt staff (consisting of 90
grade V to VIl admin staff and
analogous engineering/technical)
Senior & Middle Management 170
Social Inclusion & Equality, 4 All staff 1000
IT training, inc 3 Technical & Admin 691
Systems related training
General IT training
Team working, inc 3 Senior managers 32
Line managers (inc analogous) 90
Working in teams Clerical/Admin staff 90
Managing teams Outdoor staff 90
Project Management 3 Senior staff 10
Technical & Admin 12
Technical, Professional & Admin 20
LGMSB NTS L&D Survey Report 114 16/12/2009




Course detall No Grades No’'s
LA’s (estimated)
Communication skills 2 Senior Management 20
Line mgmt staff (consisting of 90
grade V to VIl admin staff and
analogous engineering/technical)
Assortment of grades 327
Procurement 4 Technical & Admin 20
General employees 10
Technical, Professional & Admin | 30(approx)
Water caretaker function. 1 Engineering and Gdnera 18
Risk management 2 Technical, Admin & Outdoor 25
Returning to learning General employees 10
GIS 2 General employees 10
Technical staff 2
Local Government studies 1 Indoor staff 5
Executive MBA 1 Technician 1
Admin 2
Night classes 1 Outdoor staff 10
Multiskilling - emphasis on 1 Outdoor staff 12
developing competent
autonomous working groups
in env and roads
CPD related programmes 2 Technical/Professiontl sta 900
Business Continuity Planning 1 Outdoor staff 100
(i.e. Dept. cross-skilling of
staff)
Competency Framework 1 DOS, SEO's and SE's 30
ORACLE 1 Assortment of grades 65
Organisational awareness 1 Assortment of grades 90
Personal Development 1 Assortment of grades 379

Table 2 Cross Functional Area Training (underconsideration)

The following additional courses were identified f@gpondents but without any staff
numbers or grades being specified

* Customer Service *
(especially for critical services - reception, mdfix, environment, planning)

» Leadership Development

» Policy awareness e.g. induction, incremental, pgrobaattendance
management, child protection, dignity at work, gaiece &disciplinary

e Time and Stress Management

« Effective meetings

* Business team planning

* Local Government legislation

* Areas affecting corporate performance,ksly of corporate objectives etc.,,
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* Three (3) Local Authorities listed customer seevas an area for cross
functional training even though they did not elateron this by providing details
of grades or estimated numbers of staff.

4. What objective on your Corporate Plan are these cres-functional area
training initiatives aimed at addressing?

Respondents were asked to identify what aspecthef tCorporate Plan the
proposed cross functional training was intendeddadress. The responses can be
aggregated under the following four aspects,

* To maximise high quality services by becoming nmeffeeient and effective in
how we do things.

* The objective of encouraging and assisting ourf statleveloping their full
potential as valued employees of the Council aretethy enhancing the
capacity of the Local Authority to achieve its corgte objective in a
changing environment

» Achieve reduced costs for the organisation in tedjareas by means of more
effective co-ordination across organisation.

* Achieve greater staff flexibility so as to facitiashort term redeployment and
re-assignment.

» Establishing good internal and external commurocatistrategies

* To enable staff potential to flourish through emsgira healthy and safe work
environment for all our staff and customers.

* The implementation of Government Policy and manageraf resources

LGMSB NTS L&D Survey Report 116 16/12/2009



5. As a Senior Managerial team what areas of staff tiaing and development
would you like to see the LGMSB prioritising for the coming years?

The survey asked respondents (the Senior Managemear) to identify the
areas of staff training and development they wdlikd to see the LGMSB
prioritising in the coming years. A selection oetlesponses (directly quoted) is
provided below followed by a list of the coursestthvere requested multiple
times by respondents. As with other questions nrasgondents gave more than
one answer and the information has been dividedoouhe purposes of analysis.

* Leadership and Motivation. In the current climataff will need to be
motivated and organised in their work practices.

« HR Management and HR best practice for line mgrsidfa mgrs) to include
awareness for all staff of all HR/organisationaligpes. Focusing on areas
such as attendance management, performance revialws,for money etc.,

* Developing managers at all levels to manage empkwdfectively with the
clear objective of efficiently achieving corporaeals.

» [Essential training relevant to new legislation,dguice and circulars etc.,
Updates on legislative training for new HR#8rannuation/Payroll system

» Training relevant to PMDS/process appraisal anditrg needs analysis

e Training to realise true potential of IT LGMSB get more involved in
sourcing value for money IT courses

* A continuation and broadening of the emphasis @tu&iry training i.e.
Health and Safety, Environmental Development efgarticularly for roads
and water services and thereafter encompassinturational areas where
customer service and value for money are key

* Management of performance in times of reduced fieaand human resource
initiatives designed to maximise the use of in-owuspacity/expertise to
deliver training/development

e Training and development to assist managers andl with significant
limitations in resources. The strategic context usthobe set by the
transforming public service agenda and the requeremof new
legislative/regulatory changes.

« Management of change in the context of contractegpurces. Change
management specific training in setting objectigad targets relevant to the
organisation and also setting appropriate measaressessing same.

* Guidelines for developing and implementing corperalans, annual reports
and other relevant reports.
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» Competency Framework - behavioural approach to eyepl development

* Training aimed at increasing flexibility to manageassignments, transfers
and redeployments. Upskilling all staff particlyaoutdoor staff to ensure
flexibility in the current economic climate

* Training to improve Local Authority skill sets

« LGMSB to work to get adjoining Local Authorities twork more closely
together in relation to training at lower acadefaiels e.g. FETAC 2,3 & 4

* Increased use of peer learning within and betwegghbouring authorities

« LGMSB to concentrate on low cost, high quality, shtaining courses
(0.5day)

= Devising case studies illustrating good practicthimareas of cross functional
co-operation, Local Authority co-operation and rrdgency collaboration

» Increased use of peer learning within and betwesghbouring authorities
other than using outside expertise

* In addition to the above comments/suggestions abgest areas respondents
listed the following for particular attention, witkeveral being identified a
number of times — where available the number oésins provided in brackets

= Change management (5)
= Leadership (5)
» Project Management (3)
* Financial management and Budgetary control 3)
= Legislation skills (2)

» Public Procurement - including changes in legishati (2)

= Water Service related courses (2)
» Health &Safety (2)
» Resilience, Innovation & Creativity (2)
= Heritage training in relation to planning (1)
= Motivation (2)

= GIS (2)

Particular mention is made to the following edumatiprogrammes but
respondents did not elaborate further in their @nsw

= |Local Government studies
= Certificate/Diploma (IPA)
=  Executive MBA
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Future developments likely to have an impact on cigs functional staff training
& development

It should be noted by local authorities that thansforming Public Services —
Citizens Centred — Performance Focussed reporighgol by the Dept. of the
Taoiseach in late 2008 clearly identifies a needsfaff involved in the design and
delivery of services to the public to receive spksed training in areas such as the
following,

Systems analysis
Business engineering
Procurement

Project management.

* & & o
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Section 3

Impact of Budgetary Constraints
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Section 3

1. Does control and responsibility for the training budget in your local authority
reside with the training section?

Respondents (Training Officers) were asked whetbetrol and responsibility for
the training budget reside in the training secbomhether it is a mixture of both
central and dispersed budgetary contilenty-two(22) of the thirty-four (34)
respondents (65%) said control resides in theitrgisection with twelve (12)
(35%) saying it was a mixture of central and diggabudgetary control. There is
no local authority who said control did not at kepartially reside in training
section. One local authority mentioned that in phst many Departments held a
small budget for attendance at seminars etc.,Hsifpractice has now reverted to
the training officer while another mentioned thall tosting is in operation with
training costs and related expenses being chargbdtd each of the individual
codes. The survey also asked those who had saidsita mixture of centralised
and disposed budgetary control to elaborate ontthiglentifying to what extent
the responsibility for the training budget was éiged amongst the business units
but none of the respondents supplied this data.

2. Please indicate which of the following statementgalies to the agreed or
proposed organisational training and development bdget for your local
authority in 2009

The survey asked respondents to select from sipd@63¥ible statements the one
which best reflected the amount by which trainingdpets have been cut in 2009.

Budget has been cut by 75% — 100% 0 (0%)
Budget has been cut by 50% — 75%. 4 (12%)
Budget has been cut by 25% — 50% 9 (26%)
Budget has been cut by 0% — 25% 18 (53%)
Budget has remained the same as it was for 2008 (9%3
Budget has been increased 0 (0%)

Impact of budgetary Constraints
9% 12%

26%

53%

G2 - Impact of Budgetary Constraints
No further detail was given by any of the responsiém this question.
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3. In percentage terms how much of the overall 200&taff training and
development budget was spent on assisting individlsato avail of further
and/or higher education courses?

The survey asked respondents to select from fguyrdgsible percentage amounts
(see below) the figure which best reflected how Ima€ the overall 2008 staff
training and development budget was spent on assistdividuals to avail of
further and/or higher education courses

The results of those who responded are summarged/b

75% — 100% 1 (3%)
50% — 75% 3 (9%)
25% — 49% 8 (24%)
0% — 24% 22 (64%)

T&D Budget to assist with further Education

3%

24%

O75%—-100% @50%— 75% 0 25% — 49% 0 0% - 24%

G3 - Training & Development budget to assist wiitttier education
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4. Up to 2008 what has been the most popular coussér which educational
assistance has been awarded? Please indicate (@rqgentage terms) the
degree to which each of the following levels of edational qualifications
contributed to the overall approved spend in 2008 o educational
assistance? PHD; Masters; Degree; Diploma; Ceridate.

The survey asked respondents to indicate (in peagerterms) the degree to
which each of the following five (5) levels of higheducation qualifications
contributed to the overall approved spend in 200@ducational assistance.
The responses from the thirty-four (34) respondbate been clustered
together for statistical purposes as each respomeeorded different
percentages in response to each of the five (8poates of higher education.

PhD
20% and over 0 (0%)
19% — 15% 1 (3%)
14% — 10% 0 (0%)
9% — 5% 3 (9%)
4% — 1% 1(3%)
0% 28 (82%)
No response 1(3%)
Masters

35% and over 1 (3%)
34% - 30% 1 (3%)
29% — 25% 3 (9%)
24% — 20% 4 (11%)
19% — 15% 0 (0%)
14% — 10% 8 (24%)
9% — 5% 13 (37%)
4% — 1% 3(9%)
0% 0 (0%)
No response 1(3%)
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Degree

50% and over 1 (3%)
49%-40% 1 (3%)
39%-30% 5 (15%)
29% — 20% 10 (28%)
19% — 10% 8 (24%)
9% —1% 6 (18%)
0% 2 (6%)
No response 1(3%)
Diploma
40% and over 2 (6%)
39%-30% 7 (21%)
29% — 20% 6 (18%)
19% — 10% 12 (34%)
9% — 1% 6 (18%)
0% 0 (0%)
No response 1(3%)
Certificate
70% and over 2 (5%)
69%-60% 2 (5%)
59%-50% 6 (16%)
49%-40% 5 (13%)
39%-30% 4 (11%)
29% — 20% 9 (23%)
19% — 10% 2 (5%)
9% — 0% 3 (8%)
No response 1(3%)
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The survey then asked respondents to quantify @0@8 and for each of the five (5)
different categories of higher education the mospuytar courses for which

educational assistance had been awarded. Foulf the oespondents provided this
information and the aggregated detail is provideldw.

Masters DCU Department of Environment sponsored
MSc Spatial Planning

MSc Health & Safety

IPA/NUI MA in Local Government

IPA/NUI MA in Public Management

MA in Library and Information Service

Degree IPA/NUI BA in Local Government
IPA/NUI BA in Public Administration

Diploma IPA/NUI Diploma in Local Government Studies
Diploma in Safety, Health & Welfare

IPA/NUI Certificate in Local Government Studies
IPA Certificate in Management Development
Certificate Certificate in Composting

Certificate in Safety, Health & Welfare

Note:- Mention was made by some respondents that courses which are
funded do not come under any of these categoridstla examples
given were supervisory skills for the general ssgistaff and the IPA
Leadership in Local Government programme.
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Please indicate the average level (in percentaderms) of educational
assistance that your local authority has providedd staff in the past?

Respondents were asked to indicate the average(ley@ercentage terms) of
educational assistance the local authority hasigeodvto staff in previous
years. Although this information was provided astjone figure by the
respondents e.g. 95%, the data provided has basteidd into the following
scales for analysis purposes.

100% 12 (34%)
99%-80% 7 (21%)
79% — 60% 8 (24%)

59%-40% 1 (3%)
39% — 20% 3 (9%)
19% — 0% 2 (6%)

No responses 1 (3%)
®100% Educational Assistance Provided
B 99%-80%

3%

0 79% — 60%

0 59%-40%

@ 39% — 20%

019% - 0%

@ No
responses

21%

G4 - Percentage of Educational Assistance Provided

Statements from respondents accompanying the 8qmeerecorded below:-

All applications approved for education supporteree a full refund (100%)

upon successful completion of study

Based on requests from PDPs essential training 1% funding. Further
education courses will attract funding up to 75%aobél fees

Funding ranges from 25% to 100% depending on thesecand its relevance

Generally 75% (extra may be given in certain casef)dy leave is also given
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Note:- Respondents appeared to interpret the questiomst educational
assistance in a variety of different ways, manyngj\the answer as a
percentage of the overall training budget (thisymled a very small
percentage e.g. 0.5%) while others gave the pexgerdf staff members
who applied for or availed of a scheme. Where bssiontact was made
with the respondent(s) who then provided the peaggnof the overall
workforce (rather than the percentage of the tingitnudget) as required.

6. Please indicate which of the following statemestmost closely reflects your
local authority’s approach to providing educational assistance/support in
2009?

The survey asked respondents to select from fiyep{Ssible statements (see
below) the one which most closely reflected thepoeslents approach to
providing educational assistance/support in 200@. results are recorded below:-

We will continue to operate the programme of edooat 2 (6%)
assistance support the same as we always have.
We have reduced budget allocation which will beiestd 8 (24%)

through reducing the level (%) of educational dasise

being made available.
We have reduced budget allocation which will be 12 (35%)
achieved through reducing the number of staff wikt

be approved to attend’3evel courses.

We will not be operating a scheme of 3 (9%)
educational assistance/support for 2009.
We have reduced budget allocation which will be 9 (26%)

achieved through limiting the number of courses tha

we will provide educational assistance/support for
Non-response 0 (0%)

Educational Assistancsé}'OSupport in 2009
6%

0
26% 24%

9%

35%

B Will continue to operate as always @ Reduced Budget allocation for training
O Numbers of Staff reduced for Training O Not operating a scheme for 2009
@ Limiting number of courses B non responses

G5 — Approach to providing education assistancegfsupn 2009
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7. Please indicate what (if any) courses you arddly to give priority to
when deciding whether to provide educational assiahce/support?

Respondents were asked to indicate what (if anyjses they were likely to
give priority to when deciding whether to provid#ueational
assistance/support. The responses provided azd heiow.

» IPA Degree, Certificate & Diploma in Local Governmé&tudies

« |PA Leadership in Local Government

« IPA Certificate in Management Development

« IPA BA in Public Mgmt

« Degree in Engineering / Degree in Law

« Euro Certificate in Irish

« Post Graduate Diploma in Environmental Studies

« Executive MBA (Corp) - DCU

« BER and similar courses

« Diplomain Library & Information Studies ,

« Any Health & Safety type course that is businetsted

« Any statutory courses

« Work related courses that are recommended/requbgtde: Local

Director of Service or a Senior Manager

Respondents also described the criteria they willdsing when allocating funding —
a selection of the responses provided are recdrdieav:-

« On-going provision of educational assistance ipeesof elective 3rd level
courses will be limited to where there is a dirsatrelation between course
requirements and its applicability to the appliterle and the business goals

« Priority will be given to courses that are mostselly aligned to the business
needs, this has always been the case and is wosaquence of cutbacks

« No new approvals for 2009 except to assist in mgettatutory obligations
regarding Health & Safety, and environmental issues

« We will continue to support those undertaking theand or subsequent years
of a course, where we have supported the first lygano new applications

« Inrelation to new applicants priority given tosticome first served and
courses must be relevant to applicants line of work

« Courses which have relevance to the person's jakeasified in PMDS

The IPA Degree, Certificate & Diploma in Local Gowment Studies were
mentioned by eighteen (18) of the thirty (30) raspents (60%) either as part of a
longer answer to the question or as the full respo®ne respondent said that
priority will be given to the Certificate in Loc&overnment Studies as it is ‘the
most commonly requested course’. Most respondsitsthat each situation will
be looked at on a case by case basis with orgamsabperating a scale of
financial contributions.

Note:- Several respondents indicated that theyaamititinue to support fully those
undertaking a course who have already had fundimgavious years but
are unlikely to accept any new applications andimat offer full funding.
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8. What percentage of your 2008 staff training budgt was spent on
mandatory training required to comply with legislation as opposed to
discretionary spending in order to improve staff peformance?

The survey asked respondents to select from fgyrqgsible amounts (see
below) to state what percentage of the 2008 gstaifiing budget was spent on
mandatory training required to comply with legiglatas opposed to

discretionary spending in order to improve staff@enance. The responses
from the thirty-four (34) respondents to this gimstare recorded below.

75% — 100% 0 (0%)
50% — 74% 10 (29%)
25% — 49% 16 (47%)
0% — 24% 7 (21%)
Non response 1 (3%)

2008 Budget spent on Mandatory Training
3% 0%

21%

0 75% — 100%
@50% — 74%
0 25% — 49%
Q0% — 24%
@ Non response 47%

G6 - Budget spent on mandatory training 2008
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Please outline how you currently measure the araat of staff training
and development that is being provided by your lodaauthority (i.e.)
number of training days provided, amount of money gent etc.,

The survey asked respondents to outline how theyewrtly measure the
amount of staff training and development that imdpgrovided i.e. number of
training days provided, amount of money spent €ihe responses are

recorded below.

Measurement of amount of Training being Provided

Number of training days provided 7 (21%)
Amount of money spent on training 9(26%)
Both of the above 6 (18%)
Other methods used 11 (32%)
Non response 1 (3%)

Measurement of amount of T&D provided

3%
E 21%
18%

B Number of training days provided @ Amount of money spent on training
O Both of the above O Other methods used

32%

@ Non response

G7 - Measurement of Training & Development Provided

Supporting statements were submitted by a numbeesgondents particularly
those who said they used ‘other methods’ to meathedevel of training and

development activity.
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In general the following statements hold for eatthe three responses,

* Number of training days are being recorded whdoeal authority has an
existing training database or HR system (e.g.) Sagaace.

« Amount of money spent on training is being captutedugh Agresso or
other FMS. The calculation of the National Sendimgicator (NSI) C.2 has
ensured that local authorities have been captutiegamount spent on
staff T&D as a percentage of total payroll.

» Other methods used would include measuring coutslegered against the
actual annual training plan and the numbers thahdéd.

Conclusions

3.1

3.2

3.3

3.4

3.5

The majority of local authority respondents.fi22 (65%) have a centralised
training budget only. The other 12 respondentsciaéi that they have a mix of
centralised and dispersed training budgets.

53% of respondents cut their training budget2@09 by between 0-25%. A
further 9 respondents (26%) cut their budget bywbeh 25-50%. 4
respondents (12%) cut their training budget by ketw 50-75%. While
training budgets have been cut by less than 25%3% of the respondents it
is likely that the training budget in these locatharities will be cut again in
2010. Traditionally training budgets are regardeddecretionary spending
and as such are seen as areas where savings catdbe

In 2008 26 out of the 34 respondents spentdmiv25% - 74% of their staff
training budget on mandatory training (see respots€).8). The remaining 7
local authorities spent less than 21%. This wouldgest that if there is the
same level of need for mandatory training in 20i€re will be little room for
further savings for those local authorities thatehalready cut their training
budget by between 50-75%. It should be noted howévat while its is
anticipated that there will be reduced demand tones mandatory training
(e.g.) Signing, Lighting & Guarding at Roadworkkeite will be increased
demand for mandatory training in water services amdronmental services
staff. The anticipated savings may very well notdmised.

30 out of the 34 respondents indicate thataup0% of their staff training

budget is spent on educational assistance. 22 esfett80 local authorities
spend up to 25% on educational assistance. Foe t2docal authorities it

may not be possible to make any further savingome@y2009 if they have

already reduced their budget allocation for edocali assistance (see
responses for Q.6).

The majority of local authorities (19) spenca thulk of their educational
assistance spend on certificate level courses.obBiglcourses are supported
by the majority of local authorities a rate slighdhead of the amount of
support for Degree programmes. Overall the supfoortertificate, diploma
and degree programmes shows strong support amtwugdtauthorities for
developing existing staff without existing undedpate degrees.
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3.6  While financial support for PhDs is very sntalk number of local authorities
supporting staff financially to obtain Masters Iegualifications is quite
significant (i.e.) 24 local authorities (60%) speumgl to 14% of their overall
spend on educational assistance on Masters leueten

3.7 Up until 2009 19 (55%) local authorities pradd between 80%-100%
educational assistance with 12 of those 19 offerit@P% educational
assistance. In addition a further 8 respondent%oj2srovided an average of
between 60-79% of funding. This would indicate tkia¢re may be some
scope to reduce the overall spend on educatiorsidtasce by reducing the
levels of financial support available for any ormurse. It should be noted
however that only 8 local authorities have alredfdy 2009) reduced the
overall level of educational assistance made ablailéo individuals. Most
respondents are choosing instead to either rechec@umber of courses that
will be entitled to education assistance or the lbemof staff who will be
approved to attend®evel courses or perhaps a combination of both ¢s8).

3.8 3 out of the 34 respondents have indicatedttiet have discontinued their
scheme of educational assistance for 2009.

3.9 13 (39%) of respondents indicate that theycareently able to measure staff
training and development by the number of traindays being provided.
When combined with the open text field responsepkeg by those
respondents that chose to supply an answer ofr'atie¢hods used’ it would
seem to indicate that the majority of Training O#fis already possess the
ability to capture and maintain accurate data amimg provision other that
the data required to complete the National Serinckcator (NSI) C.2. this
would suggest that the introduction of the trainmgdule of the Core HR,
payroll & Superannuation system will, for the 1€édbauthorities participating
in the national project, be building upon existmgsiness processes and stored
information rather than introducing any additiodata gathering workload.
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Section 4

Skills gaps identified through the PDPs
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Section 4 Identifying the current skills gaps identified in the
Personnel Development Plans

1. Are training needs currently being identified soley through the PMDS
process?

The survey asked respondents to say to what dégee@MDS process is the sole
method used to identify training needs or to whdem’t are other methods also
used in conjunction with the PMDS process Theasses are :-

Yes - PMDS sole method 6 (18%)

No — other methods used 28 (82%)

PMDS Process Used to Identify Training Needs

18%

82%

B PMDS sole method @ No - other methods used

G8 - Process used to identify training needs
1. () If no please indicate what other methods argeing used?

The twenty-eight (28) respondents who said theyd uséher methods (to
supplement the PMDS process) were asked to say ethat methods they
used and this information is recorded in the tdbllewing. Where the same
answer was given by a number of Local Authorittés has been recorded for
statistical purposes. In addition to this, seMexspondents listed a number of
methods within the answer they gave and these bega separated out and

recorded separately. The population used is thatyaeight (28) who said
PMDS was not solely used.
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Other Methods/Approaches Used NO’s.
Legislative requirement e.g. Health and Safetgseduled as required | 8 (29%)
regardless of whether or not it is requested orPDE.
Senior Management, have the opportunity to prodietail or make 5(18%)
suggestions on training and development from ap@ate perspective.
Corporate training requirements may be identifiedall staff e.g 2(7%)
(Diversity)
Management are notified of new courses/confereacdsiominate staff | 1(4%)
Mandatory training needs, particularly those foalteand Safety are | 3(11%)
identified by using the training matrix, and onggpuross functional
consultation with Section Heads and Senior Managéifeam
Directorates and Business Units can make diredcowith training 3(11%)
section (through the network of training represewveéa) and request a
training support/intervention
As a result of changes to legislation, to suppoyanisational policies 3(11%)
and procedures or the introduction of new equipraérdf which may
require specific training. Such requests for tragnare examined and a
decision is made on the basis of suitability of¢barse and financial
costs associated.
Direct identification of training needs by
* Line managers/Supervisors 7(25%)
« Senior management 1(4%)
+ Health and Safety advisor 1(4%)
» Training officer (through monitoring of training e@s) 1(4%)
» Staff themselves through emails/phone calls. 5(18%)
(New staff or transferred staff may approach taaing officer directly
to request a course they need to meet statutowyreegents for the post)
» Staff/Team meetings 3(11%)
Induction training 1(4%)
Direct identification of training needs through fieowing forms:-
* Increment forms 4(14%)
* Probation 2(7%)
« Risk assessment report forms 1(4%)
 Exit interview forms 1(4%)
* Review Forms 1(4%)
Some exceptions are section/job specific courgbese are identified | 2(7%)
throughout the year as the need arises and noabtite time of PMDS
Training needs are assessed on an ongoing basistises needs may | 3(11%)
arise that were not identified on the TNA formsrothe Training Plan.
LGMSB NTS L&D Survey Report 136 16/12/2009




2. Based on your experience of the training element @he PDPs that have been
submitted to the training section what percentage fotraining needs relate
directly to an individual's ability to do their current job as opposed to
individuals seeking to develop themselves for futer promotional/career
reasons?

Training officers (the respondents) were askedjo(based on their experience of
the training element of the PDPs that have beematdal to the training section)
what percentage of training needs relate direotirt individual’'s ability to do

their current job as opposed to individuals seekindevelop themselves for
future promotional/career reasons? The resultseothirty-four (34) respondents
are below:-

80%-100% 5 (15%)

60%-79% 16 (47%)
40%-59% 10 (29%)
20%-39% 3 (9%)
0%-19% 0 (0%)

No response | 0(0%)

% of training needs related directly to individual S
ability
9% 0% 15%

29%

47%
8 80%-100% B 60%-79%
0 40%-59% 0 20%-39%
@ 0%-19% O No response

G9 - Training needs related directly to individsaturrent role
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3. Based on your experience of the PDPs that have beaubmitted to the
training section what are the most identified skilé and/or knowledge gaps
identified for the following groupings/grades of saff? Where possible please
identify the following for each grouping; (i) two <ills/lknowledge areas; (ii)
the estimated number of staff that had requested iand (iii) whether the
request is a generic request from the staff acrogbe organisation or whether
it is specific to a business unit?

Respondents were asked (based on their experidribe ®DPs that have been
submitted to the training section) what are the tmdentified skills and/or
knowledge gaps for each of the following sevengfade groupings:-

Senior Managers — (ie) SEO/SE
Line Managers

Supervisors of Outdoor Staff
Clerical/Administrative
Engineering Staff

Outdoor General Operatives
Technical/Professional Staff

NogokrwhE

Where possible they were also asked to identifyeémh grade grouping;
(1) two skills’/knowledge areas;
(i) the estimated number of staff that had requestaaldit
(i)  whether the request is a generic request from tdifé across
the organisation or whether it is specific to aibess unit

The following seven (7) pages represent the agtgdgeesults of the top
fifteen (15) responses generated by each respondanswer to the questions
detailed above. The PDP requests for each locatidrthe associated number
of requesters (response to answer (i) and (ii))revsollated for each grade
grouping to generate a national picture. The respono the (iii) point
whether the request is a generic request from atafiss the organisation or
whether it is specific to a business unit provededdy inconclusive as the vast
majority of responses were organisation wide.

Firstly the number of respondents who listed a sewras recorded and also
the priority that was given by the training offider this request (if any was)
for that particular grade grouping. For the pugso®f the table only, a
priority of 8 or less was recorded as a high piyoaind this was further refined
to identify the respondents who gave the coursaaaity of 1,2 or 3 for the
grade grouping.

The net result is a table of the fifteen (15) miostjuently requested courses
through the PDP process by grade grouping andsbeceted priority which
the training officer/organisation has given to esstjuest.
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Note:- It is important to record a number of caseatthe responses received.

* A small number of respondents did not assign amyripes to the PDP
requests or gave multiple requests the same pri¢ireg. several no. 1
priorities)

* A small number of respondents did not provide ampleyee numbers for
the courses listed

* A small number of respondents mentioned that nosPtel been returned
for some of the grade groupings most often the iieal/Professional or
SEO/SE'’s.

* A small number of respondents provided significamtiore than two (2)
courses per grade grouping
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Table 3: Most frequently requested courses througthe PDP process by grade grouping

No. No. who gave| Of which the
Rank . . . No. Local High (1-8 no. who gave
Skill/Knowledge —Senior Managers (ie) PDPs | Authorities p?ior(ity ) a prioritygof
SEO/SE 1/2/3

1 Managing people and Strategic Management 79 12 8 6
2 Financial Management/Budgetary Control/Agresso 59 3 3 2
3 Legislative updates / Management Briefings 55 4 2 0
4 Project Management 41 4 3 3
3) General Ledger/Browser Training 33 2 2 1
6 IT Skills - e.g. GIS, Agresso, MS Powerpoint etc., 31 4 3 2
7 Public Procurement 31 2 2 0
8 Mentoring 29 2 2 1
9 Leadership in Local Government / Motivation 27 6 S 3
10 Media skills and public relations 19 3 0 0
11 Health & Safety and other statutory training needs 18 2 2 1
12 Employment investigation skills training 15 1 0 0
13 Time management 13 4 1 0
14 Interpersonal skills / emotional awareness 10 1 1 0
15 Change management 9 3 0 0
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No. No. who gave| Of which the
Rank No. Local High (1-8) | no. who gave
PDPs | Authorities priority a priority of
Skill/Knowledge — Line Manager 1/2/3
1 Supervisory Management * 567 18 15 3
2 Agressopudget management, management reporting 172 8 7 1
3 Time/Organisational mgmt and Stress mgmt 106 S 2 2
4 HRM training including G & D & Dignity at work a 4 4 1
S Project Management 90 3 0 0
6 Legislation for functional area 81 3 3 0
7 Health & Safety and other statutory training needs 78 2 2 2
8 Financial management /Audit management 64 4 3 2
9 Meeting Facilitation/Minute Taking 60 2 1 0
10 Customer Care/Difficult customers 55 2 2 0
11 IT skills 41 4 3 2
12 Coaching/Mentoring 40 2 1 0
13 Conflict/confrontation/Communication 40 2 1 0
14 General Ledger/Browser Training 30 1 1 0
15 Change management 28 1 0 0
Notes
* One local authority wished to see policy devel@mmincluded as part of this skill/lknowledge area
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No. No. who gave| Of which the
Rank . No. Local High (1-8 no. who gave
SkIII/KnOWIedge - PDPs | Authorities p?ior(ity ) a prioritygof
Supervisor of Outdoor Staff 1/2/3

1 Health & Safety (mandatory) & specific safety prammes 936* 11 10 9

2 Signing, Lighting & Guarding Roadworks (3 days) 726 13 12 12

3 Supervisory skills ** 151 7 4 0

4 Safepass 145 2 2 2

S Working in Teams 90 2 1 0

6 Line management programmes for outdoor staff ** 82 3 3 1

7 Location of underground services 66 3 3 3

8 Computer skills /ECDL e,g, Introduction to PC etc., 61 6 3 0

9 First Aid 34 3 3 2

10 Legislation for functional area 28 1 1 0

11 Plant operator training 20 1 0 0

12 Manual Handling 20 2 2 1

13 Risk assessment 15 1 1 0

14 HR Grievance & Disciplinary 15 1 1 0

15 MS Outlook 14 1 1 0

Notes

* One county = 600 with No. 1 priority
o One local authority wished to see policy devetmmt included as part of this skill/lknowledge area
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No. No. who gave| Of which the
Rank No. Local High (1-8) no. who gave
PDPs | Authorities priority a priority of
Skill/Knowledge — Clerical/Administrative 1/2/3

1 Computer skills ECDL/word/outlook/excel (+adv) 1161 22 13 4

2 Agresso, adv agresso, PO, In & exp, /payroll/ répgr 948 16 9 4

3 Customer Care/Difficult people 472 10 7 0

4 Dealing stress/mg violence/aggression i.e. handiorglict 118 3 2 0

S Child protection awareness sessions 100 1 1 0

6 Courses relating to personal and professional dpwant 76 3 1 1

7 Working in teams 60 1 1 0

8 General Ledger/Browser Training 51 1 1 0

9 Minute taking/report writing 49 2 1 0

10 Interview preparation skills 47 2 0 0

11 Time Management 39 2 2 0

12 Communications skills 28 2 2 1

13 First Aid 28 2 2 1

14 Certificate/Diploma in Local Government 12 1 1 1

15 Legislation for functional area 3 1 1 0
Notes
* One county = 100 with No 4. priority
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No. No. who gave| Of which the
Rank No. Local High (1-8) no. who gave
PDPs | Authorities priority a priority of
Skill/lKnowledge — Engineering 1/2/3

1 Mapinfo 154 6 2 0

2 Project Management 121 11 4 2

3 AutoCAD 102 6 2 0

4 Public Procurement/Contract documents/ Constmcti 11 4 2
Contracts 114

5 Health & Safety mandatory training and other s&hing 4 3 2
needs 83

6 Updates knowledge/legislation to meet changing dcelma | 80 3 2 0

7 Management/Supervisory skills * 74 7 S 1

8 GIS 52 2 1 0

9 3rd level e.g IPA Cert/Diploma/Degree in Locah@&or 3 1 1
Law 43

10 Technical report writing 25 1 0 0

11 Agresso for budget holders inc managing/trackiegme 1 1 0
and expenditure 20

12 Project vision 20 2 1 1

13 MXRoads 18 1 0 0

14 Financial Management and value engineering 12 1 1 1

15 Change management 11 1 0 0

Notes
* One local authority wished to see policy devel@mmincluded as part of this skill/lknowledge area
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No. No. who gave, Of which the
Skillknowiedge - N | a | TER | 1o o g
Outdoor General Operatives 1/2/3
1 Health & Safety at roadworks, other statutory tirgmeeds 1191 14 12 12
2 Specific safety skills 700* 1 1 1
3 Signing, Lighting & Guarding at roadworks 511 8 8 8
4 Computer skills, /ECDL / basic measurements 414 9 4 1
S Safepass 392 4 3 1
6 Manual Handling 345 3 2 0
7 Location of underground services 252 3 2 1
8 Safe systems of work practice (SSWP) (1day) 1157* 1 1 1
9 First Aid 108 7 5 4
10 Abrasive Wheels 96 3 3 0
11 Mini digger training 62 3 1 0
12 Operating a Chainsaw 58 2 1 1
13 Power Tool training 45 1 1 0
14 Dealing with Difficult people 40 2 2 0
15 Confined spaces 27 2 1 0

Notes

One county = 700 with No 1. priority
* One county = 115 with No.3. priority
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No. No. who gave | Of which the
Rank No. Local High (1-8) no. who gave
PDPs | Authorities priority a priority of
Skill/lKnowledge - Technical/Professional 1/2/3
1 Autocad skills 194 9 4 1
2 Maplinfo 174 9 3 1
3 GIS 97 3 3 1
4 Contract Law/Planning Law 65 2 2 0
S Project management 60 3 2 1
6 Adobe Photoshop 58 2 1 0
7 Management and Supervisory training * 47 4 4 0
8 Legislation update/training for functional asea 47 4 2 0
9 Specific computer package e.g. Agresso/computés ski 42 3) 4 3
10 Expert witness (incl courtroom skills) 42 4 3 1
11 EPA Site suitability assessment for waste watetinent 33 4 1 0
12 MX Roads 33 1 0 0
13 Health & Safety mandatory training 31 2 2 1
14 Inspection skills 29 2 0 0
15 Building Energy rating/ Building control/ regtions 30 4 2 0
Notes
* One local authority wished to see policy devel@mmincluded as part of this skill/lknowledge area
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4.

In your opinion which of the staff training and dewelopment needs identified
in question 3 above will be or has been given pridy in 2009 or 2010? Please
rate each of the potential 14 courses listed in thanswers you provided to
question 3 in scale of 1 — 14 with 1 being the cae that you think will receive

(or has received the highest priority)

Respondents were asked (irrespective of grade grguio prioritise each of the
fourteen (14) courses previously listed (2 courfms each of the 7 grade
groupings) on a scale of 1 — 14 with 1 being git@ithe course or courses that
they think will receive (or have received) the heghpriority.

The responses received back identified the follgngourses as being those that
have (or are likely to be) given priority in 20001D:-

Health & Safety training, of which the following courses are the highest iyo
(please note the number of local authorities intdrgg that this was a priority is
shown in the brackets)

CSCS training (18)

SLG at Roadworks (15)

1 day H&S at Roadworks (6)

First Aid (including defibrillation) (5)

Location of Underground Services (5)

Safe Pass (3)

People Management/General management skillsof which the following
courses are the highest priority (please note tlhweniper of local authorities
indicating that this was a priority is shown in theackets)

People Management/Management Development skills (7)

Leadership (3)

Supervisory skills (2)

Financial management for line managersof which the following courses are
the highest priority (please note the number oflaauthorities indicating that
this was a priority is shown in the brackets)

Agresso (5)

Financial management/cost control (4)

General IT skills (5)

Project Management(3)

Educational Assistance- Cert & Dip in Local Government (3)
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5. In your opinion which statement below best desilyes the extent to which
line managers in your local authority that are invdved in conducting
PDPs are prioritising individual training and development needs for their
staff.

Respondents were asked to say which of the statsrhelow describes the
extent to which line managers who are involvedanducting PDPs are
prioritising individual training and developmenteaas for their staff. The
responses of the thirty-four (34) respondents ecerded below

80% — 100% of line managers prioritise the indiadu | 11 (32%)
training and development needs of their staff.

60% — 80% of line managers prioritise the individua | 9 (26%)
training and development needs of their staff.
40% — 60% of line managers prioritise the individua | g (249)
training and development needs of their staff.
20% — 40% of line managers prioritise the individua | 5 (1504)
training and development needs of their staff.
Non- Response 1 (3%)

Line Managers prioritising PDPs
3%

15%

24%

26%

@80%-100%  @60%- 80% 040% - 60%
020% - 40%. @ Non- Response

G10 - Line Manager prioritising individual trainimgeds
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6.

Based on your experience of the PDP process iawy local authority are

line managers clearly linking staff training and dezelopment needs to the
business objectives of their units sections.
following statement best reflects the situation iryour local authority.

Plemsselect which of the

Respondents were asked to select from five (5) ilplesstatements (see
below) the one which (based on their experiencth@fPDP process in their
locality) identified the extent to which line mamrag are clearly linking staff
training and development needs to the businesscigs of their

units/sections. The responses are recorded below :

Links are never made 0 (0%)
Links are rarely made 1 (3%)
Links are sometimes made 16 (47%)
Links are made in the majority of cases . 14 (41%)
Links are being made consistently 3 (9%)
Links to Business Objectives
41%
9%
0%
3%
47%
B never made @ rarely made
@ sometimes made O majority of cases.
@ being made consistently
G11 - Linking staff training to business objectives
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7.

To what extent are PDPs identifying other waysfaeveloping staff other
than by formal training and educational courses? Rase indicate which
statement best reflects the situation in your locauthority

Respondents were asked to select from five (5) ilplesstatements (see
below) the one which best identified the extenivtoch PDPs are identifying
ways of developing staff other than by formal tmagn and educational
courses. The responses are recorded below:-

Other ways of developing staff are never identified 3 (9%)

Other ways of developing staff are rarely identfie 9 (26%)
Other ways of developing staff are sometimes idiedti | 13 (38%)

Other ways of developing staff are often identified 8 (24%)

Other ways of developing staff are consistentlygei 1 (3%)
identified as an alternative

PDPs identifying other ways of developing staff

3% 9%

26%

38%
B never identified @ rarely identified
O sometimes identified D often identified

B consistently being identified

G12 - Identifying other ways of developing staff

Please outline the method (if any) used to conwto individuals and line
managers the status or outcome of requests for tnaing/education course.

Respondents were asked to outline the method)f ased to convey to
individuals and line managers the status or outcofmequests for
training/education courses. The responses of ihg-four (34) respondents
follow. Where the same response was made by deesmondents this has
been recorded for statistical purposes.
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Outcome of requests for courses Nos.

Individual selected for course based on PDP requestnotified either | 7 (21%)
by email or letter. Their line manager is also inedi at that time.

Separate individual and/or departmental requestsformation are 4 (12%)
replied to but no formal method exists. Individtraining reports are
available on request — otherwise staff are nofiedti

Training officer makes contact with individual dreir supervisor in the | 2(6%)
case of indoor staff and with general services sug@ for outdoor staff

For education assistance courses staff are alweaalg contacted and | 2(6%)
line manager is also advised of the outcome. Remditraining and
development provided on request to staff membenldiaa managers.

Discussed at the 6 monthly/ half year review of BDP 2(6%)

No method used to convey to individual and/or hm@nager the status or2(6%)
outcome of request for training/education identifierough PMDS.

Below are additional answers provided to the abmwestion which demonstrate the

range and diversity of methods being used to infetaff of the outcome of their
training and development requests. Particulamttte is drawn to the e-solutions
being used.

* Employee receives a letter confirming the coursg timve identified on their

PDP has been organised. Letter includes the ainjsctoves, venue, date and time

etc., However approval is needed from line manbgésre he/she can attend.
« Formal correspondence is issued for all applicati@eeived. Direct contact is
also made with each individual to discuss/clarifyapplications.
» Staff are notified by a calendar request in outlergress or by post if they are
successful in getting a place on a course

» Status of training request can be viewed by baoit thanagers and staff members

on the empowerment computer system (indoor staffjoRs for the outdoor staff
can be generated on request to supervisors.

» Corporate training plan updated regularly on inétan

» Training schedule is presented to management tgarny quarter. Line managers
are advised and delegates are identified 3 wedksebeommencement of course

« Staff member and line manager are both notifiecewiail when the training
course has been scheduled. There is no formaksteuin place (mainly due to

resource issues) to reply to PDP requests whereotlrses are not being provided

in the short term. Notification is only sent whése course is scheduled.

» The Training Officer acknowledges receipt of thartng and development
portion of the PDP and advises the staff membénettatus of their request
outlining the budgets under which the various tragrwill be considered.

* Individual/line manager notified when managerigbaval is given

* Inclusion on the various section, area or orgalmsdtaining plans.

* Meeting with line manager to outline key trainiregjuests received and where the

training office will be able to provide training

* As requests for training are received through kB process training is
organised based on demand and staff are notifiatiead the session

« Staff are contacted (via letter/email) and adviééaey are allocated a place on a
course. Information is not conveyed until the ral@wcourse is scheduled.
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8. (a) Please indicate what percentage of line magers/requesters would be
notified of the status of their training request in advance of their next
PDP review meeting.

Respondents were asked to indicate what perceonfdge managers and/or
requesters would be notified of the status of ttraining request in advance

of their next PDP review meeting. The responsdbethirty-four (34)
respondents are recorded below. As each answen gvas an absolute
number or a range of numbers e.g. 40-45%, the ns&go have been clustered
in the following table for analysis purposes.

100% 8(23%)
99%-80% 0 (0%)
79% — 60% 2 (6%)
59% — 40% 4 (12%)
39% — 20% 2 (6%)
19%-1% 1(3%)
0% or None 14(41%)
No response 3 (9%)

The large number of zero responses is largely duehé fact that many
organisations do not appear to record this infoimnatentrally as is illustrated
by the following statements which accompanied #® zesponses.

e Hard to quantify, the line manager as a rule iy owltified in cases where
the requested training is going ahead or where dlskgd to be notified.

e There is no direct link between notification oftataof training request
and PDP meetings, so it would be difficult to gavpercentage here

e This information would not be available corporatdBach business unit
has responsibility for its own area but they dokesp this type of data

* We have a policy in place where line managers lelg of the training
received by their employees. About 10% of stafuildaequest details of
the training they received during the year. Uratso have read only
access to our training database.

One the other hand organisations who were ableayotlsat 100% of staff
would be notified explained that it was possibledwese as one respondent
said ‘all staff receive their up-to-date trainingcord (outlining the training
they received in the previous 12 months) from time Imanager at the
beginning of each year in advance of their PMDS/PDP
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9. Based on your experience of the training elemendf the PDPs already
submitted what percentage of staff within your loctty would have all or part
of their training requests met before their next PP review meeting?

Respondents were asked (based on their experiéribe training element of the
PDPs already submitted) to indicate what percentafjestaff within the
organisation would have all or part of their tramirequests met before their next
PDP review meeting. The responses provided arerded below. As each
answer given was an absolute number or a rangeimbers e.g. 40-45%, the
responses have been clustered in the following tivlanalysis purposes.

100% 1(3%)
99%-80% 2(6%)
79% — 60% 5(15%)

59% — 40% 15(44%)
39% — 20% 6(17%)
19%-1% 1(3%)
Difficult to say 4(12%)

No response 0(0%)

A number of supporting statements (see below) aks@ provided:-

 We are hoping because of the information providedirte managers that
training discussed with staff as part of this yeRB¥ will be reflective of the
current economic climate and help us to see whererain skills’knowledge
requirements are. With this in mind we are hopgbe able to provide a part
of all PDP requests by means of a combination déreal and internal
training and on the job coaching.

* We aim to give one course per staff member foredllrned PDP forms

» Staff are asked to prioritise their requests asidthiree (3) courses. While we
would aim to provide a greater percentage of tlanitng requested there
appears to be a pattern where staff fail to incloddatory or Health and
Safety training in the PDPs.

* The majority of training has been provided to owotdstaff who have not
submitted PDPs at this stage.
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Conclusions

4.1

4.2

4.3

4.4

4.5

Evidence supplied by respondents in Sectioordesponds to the evidence
supplied by business units in section 1 in thattlagority of local authority
business units identify training needs throughmalmoation of PDPs and by
means of team planning and staff meetings. Omgspondents (18%)
identify training needs through PMDS alone. Of dliger 28 local authorities
who use ‘other methods’ the Training Officer resgiog has indicated that in
addition to input directly found from managers agmess units it is mainly
training individuals on foot of directions from t&&nior Management Team
and/or a result of new external event (eg) introidmcof new legislation.

62% of the respondents state that over 60% ofitrgquneeds identified in the
training portion of their PDPs relate to the skille requester needs to do their
current job as opposed to possible future cardengeds. This is a high level
of response and would suggest that training towardssource led’ system of
staff training and development based on clearlgtiied business needs/goals
(see response to Q.1 in section 2) is achievable .

The response to Q 6 in this section would ssigipat the links between staff
training and development needs and business neadis@ye not being as
consistently made as they should be if a true resoled’ system of staff
training & development provision is to be achievé&lhile the figure of 50%
of respondents indicated that links are eitheherhajority of cases or
consistently being made we need to move more regms from the
‘sometimes made’ category (47%) up towards thesistantly being made’
category’ (9%).

The response to Question 5 of this section avaldo indicate that a third of
all local authorities (39%) could improve upon thent to which line
managers are prioritising requests for training éeklopment. While nearly
a third of respondents (32%) indicate that prisaition is occurring 80 — 100%
of the time there is another third where line mamagre only prioritising less
than 60% of the time. Reduced training budgetmathn that there will be
much less training and development being provid&ff will need to know
this up front during their PMDS meeting and therefonly vital requests
should be included in the completed PDP form.

The responses received from individual loc#hauities for Q 3 in section 4
allow for further conclusions to be drawn as toltkely need for specific
courses for specific grade groupings. While aiigtaurvey might need to
be conducted if a detailed breakdown of numbersspedific grades within
the groupings used here is required in the futiedetails supplied here
should be current enough for the next 2 years tggavhat types of courses
are required by individual grade groupings.

The prioritisation given by Training Officersiiesponse to Question 4 of this
section is almost identical to the prioritisatiam €ross functional training
given by the SMTs in section 2 of the survey. Tdm5 priorities identified

by the Training Officers are all within the top Bqguities identified by the
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4.6

4.7

SMTs. It can be concluded from this that the folltg five areas of cross-
functional training should be the priority over thext couple of years:-

¢ Health & Safety training including CSCS courses

¢ People management/Management Development skillgtor
managers/supervisors

¢ Financial management for line managers i.e. Agresso

¢ General I.T skills training

¢ Project Management

While the fact that 9 of the respondents (27%)adath that ways of
developing staff other than by formal training erter often or consistently
being identified on PDPs it should be noted thatrttajority (73%) are either
only sometimes (38%), rarely (26%) or never (9%ihteédentified. If formal
training opportunities will decrease as a resuthefbudgetary situation other
options of staff development will need to be avaibé. The responses
received here indicate that the majority of loagtharities will be starting
from a very low level with these alternative forofsstaff development.

The responses received to Q 8 of section 4dvadicate that individuals and
their line managers are only being notified of tliéecome of their training
request where they have been successfully placadconrse. It seems that
the outcome of requests for educational assistarecasually responded to in
each individual case and that updates on outconegzravided on request by
individuals or line managers but no formal procgssms to exist for notifying
individuals in the majority of local authorities..

It should also be noted that in 21 authorifg290) line managers will receive
notification of the outcome of a training requestdre the next PDP less than
59% of the time. In 14 of these 21 local authesitnotification is never made
before the next PDP. However it is also noted ith&tlocal authorities the
status of PDP requests is known in advance of B %® review meetings
100% of the time and for all staff.

64% (22) of all responding local authorities indezhthat 59% of their staff
members have to date gotten all or part of thaining requests met.

LGMSB NTS L&D Survey Report 155 16/12/2009



Section 5

Training Interventions Being Employed
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Section5

1. Please estimate what percentage of all of the traimg and development
delivered in the recent past would have fell intoach of the categories

outlined below

Respondents were asked to estimate for each o$ixhé) categories outlined
below what percentage of the training and developndelivered in the recent

past would have fallen into each category. Theawrsgs for each category have
been clustered to provide more meaningful datamalysis purposes.

a) Bought in training providers to deliver the training on site

76% — 100% 1 (3%)
51% — 75% 5 (15%)
26% — 50% 18 (53%)
0% — 25% 10 (29%)
Non-response 0(0%)

0% 3%

Provider delivered Training on Site

53%

15%

0 76% — 100% @ 51% — 75% O 26% — 50% O 0% — 25% @ Non-response

G13 - On-site training delivery
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b) Sent staff to attend a scheduled training course b$ite

76% — 100% 0 (0%)
51% — 75% 2 (6%)
26% — 50% 7 (21%)
0% —25% 23 (67%)
Non-response 2(6%)

6%

Scheduled Training Course off Site

0% 6%

0 76% — 100% @51% — 75% B 26% — 50% B0% — 25% @@ Non-response

G14 — Off-site training delivery
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c) Used in-house trainers to provide training tcstaff

76% — 100% 0 (0%)
51% — 75% 3 (9%)
26% — 50% 3 (9%)
0% — 25% 27 (79%)
Non-response 1(3%)

79%

3% 0%

In-house Trainers Provided

9%

076%—-100% @51%-75% B26% —50%

0 0% - 25%

@ Non-response

G15 - In-house trainers delver
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d) Sent staff on an external further/higher educatiorcourse

76% — 100% 0 (0%)
51% — 75% 1 (3%)
26% — 50% 3 (9%)
0% — 25% 28 (82%)
Non-response 2(6%)

82%

Sent Staff on External further Education Course

9%

l B 76% —100% @51% —75% E326% —50% @0% —25% @@ Non-response

G16 - External Assistance Further Education Caurse
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e) On the job training provided by colleagues and/or dect

supervisors
76% — 100% 0 (0%)
51% — 75% 1 (3%)
26% — 50% 4 (12%)
0% — 25% 26 (76%)
Non-response 3(9%)

Provided by Colleagues/Direct Supervisors
0% 3%

9%

12%

76%

076%— 100% @51%-75% B26%—50% O0%-25% @@ Non-response

G17 - Training Provided by Colleagues/Direct Susems
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f) Business coaching and/or mentoring

76% — 100% 0 (0%)
51% — 75% 0 (0%)
26% — 50% 0 (%)
0% — 25% 25 (74%)
Non-response 9(26%)

Business Coaching/Mentoring
0%

0%

B 76% — 100% @ 51% — 75% B26% —50% B 0% —25% @@ Non-response

G18 - Business Coaching/Mentoring
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2. Who organises ‘the on-the-job’ training that tale place in your
local authority?

Respondents (training officers) were asked to shy wrganises ‘the on-the-
job’ training that take place in the organsatiolestng from the following:-

Direct line manager 28 (82%)
Training Officer 4 (12%)
Other 2 (6%)
Not applicable 0 (0%)
Non-response 0(0%)

Who organises 'on-the-job’ training

6% 0%

82%
@ Direct line manager @ Training Officer
O Other O Not applicable

@ Non-response

G19 - Who organises on-the-job training
2. (a)If other please state who organises the ‘adhe-job’ training

Following on from the answers provided in the poergi question respondents
who answered ‘other’ were asked to elaborate on evganises the ‘on-the-job’
training in their organisation . One respondend #ais a combination of the line
manager and the training officer while the othed shat while it is mainly the
training officer some Departments may organise sapecialist training
themselves e.g. Finance Dept and I.T Dept. In eudib this they went on to
say that the Fire Service typically organise vilfuall its own training
presumably because of the specialist/technicareatithe courses they require.
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3.

If on-the-job training is provided in your loca authority please indicate

what form it will take and which categories of staf are the main

beneficiaries?

Respondents were asked to consider if on-the-jaimitrg is provided in the
organisation what form it takes and what categooésstaff are the main

beneficiaries.

A selection of answers provided (directly quoter) lested below :-

On the job training and its beneficiaries

Newly appointed staff (either recruited or transfd) are the main
beneficiaries. It usually takes the form of on@bt@ coaching by the employd
that previously held the post (outgoing staff widlin incoming). The Council
transfer policy endeavours to arrange a 1-2 weegscover period to allow thi
training to occur.

e

[72)

Senior/more experienced staff provide job spetiilming on a one to one
basis with recently recruited/reassigned/promotafi s

Induction - all new staff are provided with inductipacks and in house
training takes places bi-annually.

In-house trainers provide on the job training &dffst can be a mixture of
grades/levels and subjects e.g. aggresso, intpaitdisher etc., Takes place i
training room or class room type environment, maydslowed by written or

practical assessment as appropriate. Beneficiareeboth indoor and outdoor.

=)

Responsibility for existing staff communicationglfer one to one or in
groups) of new policies/procedures, practices latji etc., to new/existing
staff. All staff at some stage benefit from on jiie training.

On the job training is usually provided by the staémber's colleague or line

manager or can be provided by the 'in house expétrtat field e.g. one to one

training on website updating, mapinfo etc., ategaries of staff benefit, but
new or transferred staff would account for a lgggecentage of the training

D

Coaching by experienced members of staff in speaias. Library i.e. local
history - those staff involved in public informatiservices. All sections -
agresso finance organised by Finance - Fire sedalieer on the job training.
The main categories of staff that benefit are Liprassistants, Assistant
Engineers and Technicians. Delivered to both indmal outdoor staff also.

On the job training is provided across the orgamador all grades of staff,
particularly in the climate where more cross funieélity is a requirement.

It depends on the nature of the Business Unitomesunits it is highly
organised and formal e.g. Motor Tax, CSC where vimgkocess orientated.

No formal method exists to capture the extent ofh@njob training at present
it does take place but it is very hard to quantifyis informal, as the need

arises and is not formally recorded.
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4.

Does your local authority have staff that have d&en identified as an
in-house training resource?

Respondents were asked if they had staff working-asuse resource(s)

YES 33 (97%)
NO 1 (3%)
Non-response 0(0%)

Further to this, respondents were asked to elabaatthe sections where
in-house training is active and the types of tragribeing delivered this way.

Below is a table of the main business units witthe Local Authorities

delivering in-house training, the courses beingveetd in this way (not every
section deliver every course), and the number roksi a particular area of
training was specified or reference was made tonlgaw-house instructor(s)
for that subject. Many local authorities appeah&vye many instructors, one
respondent saying that there are in-house traiopesating throughout the
organisation and another saying that there are &2ual handling instructors

working throughout the organisation.

The numbeetow represent the

number of Local Authorities who specifically memtex they deliver the
corresponding course using in-house instructoraghat may not exclusively
be for the unit mentioned i.e. they may have amigational wide remit.

Table 4: Sections in the Local Authorities delivemg in-house training

Section/Business Unit Training Provided No of Lcal
Authorities
Roads/ Manual Handling * (delivered by many other units) 71
Transportation and CSCS Signing, lighting and guarding at roadworks 16
Infrastructure Health and safety at roadworks (1 day) 9
Safe Pass 5
CSCS Location of underground services 2
Non-national Roads 2
Roads maintenance unit (on outreach from RTC 1
Winter maintenance 1
Abrasive wheels 1
Other tool-box type talks 1
Surface Dressing 1
Safe Systems or Work Practices 1
Confined spaces 1
Driving instruction 1
Corporate Services Induction 7
Human Resource / PMDS (also delivered by other units) 6
Employee Relations Equality 1
Absence management 1
Flexi time 1
Grievance and Disciplinary 1
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Industrial Relations training

Finance

Agresso (delivered also by staff not in Finance)
PPP Public Procurement

ORACLE financial systems procedures
Corporate Risk Management

Mapinfo

GIS Basic (delivered throughout the organizatiof
Workplace assessment training

Web based training

Project Management

Internet and Intranet

Contact Management

N

Civil Defence

Occupational First Aid
Defibrillator Refresher
Critical incident

Health & Safety Unit

Health & Safety awareness/induction training
Health & Safety legislation training
Risk assessment (for outdoor staff)

Fire Service

Fire Safety Awareness Training
Fire Service Training
Fire Warden Training
Fire Brigade Training

Corporate T&D

Generic skills e.g.

Clerical Officer & Grade IV Personal Developme
Management Development

Modular training on specific subjects eg.Teamw
Time Management

Telephone Techniques

Letter writing

Minute taking

I.T. training

Customer Care

N

Motor Tax

Customer Service Centre Motor Tax Processes

Library

Frontline training (commencing shortly)

Water Services

Water Services training

Housing unit

Housing training

Environmental
Sciences

Environmental Sciences Training
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5.

If your local authority uses in-house trainers @ they generally possess a
training qualification?

Respondents were asked if the in-house trainers tnaining qualifications

YES 30 (88%)
NO 4 (12%)
Non-response 0(0%)

The 30 respondents were then asked to state thiecarosnon qualification(s)
of the in-house trainer(s) — the responses areigedwelow. Many training
officers listed several qualifications and they édneen recorded accordingly
to give the clearest national picture possible.islinteresting to note the
different levels and colleges in-house trainersehattended and the various
qualifications they have achieved.

One respondent makes the point that no qualifinatare available for those
providing in-house Agresso training while anothespondent makes the point
that though most of the in-house trainers have beamed as trainers

(presumably through the basic train the trainergmmme) they have no

formal qualifications for delivering in-house coess

Qualification Nos.
Instructional Courses
Train the Trainer (basic competency qualification) 12
Train the Trainer (FETAC Level 6 — 3 day course)
Train the Trainer (IPA — 6-8 day course) 1
Train the Trainer (FAS Certified or NUI Maynooth) 1

NUI Certificate in Training and Continuing Educatio
CIPD Certificate in Training
Certificate in Adult Guidance (NUI)

= NN

Technical Courses

FETAC Manual Handling Instructor Course 5
Trainer/assessor - CSCS Signing, Lighting & GuagdihRoadworks.
Safe Pass instructor course

FETAC Level 5 Certificate in Health and Safety

UCD Certificate and UCD/DCU Diploma n Health ande®a
Managing safely in construction (train the trainefCIF approved)
ROSPA Abrasive Wheels 1
Workplace assessment instructor training

BSc Economics, Diploma in Safety Health & Welfatevork 1
(Health and Safety Officer)

PR ND

Library services Frontline training instructor 1
Presentation skills (accredited by ILM)
ECDL Certificate in training professional

=N
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6. Does your local authority provide business coagtg to your management
staff?

Respondents were asked whether the local authamityided business coaching
to the management staff

YES 9 (26%)
NO 22 (65%)
Non-response 3(9%)

6 (a) If yes how many management staff benefit frorthis type of coaching.

Respondents were then asked to elaborate on tkisearand state how many
management staff benefit from this type of coachimvghile some people reported
that all staff had received business coaching t dfsthe directly reported
supporting responses is provided below.

* | believe all management have completed this kincbaching over the years

« Six (6) staff have already benefited and a new ltiogcinitiative is currently
being introduced into the management programmeethee approx 40 staff
who will be given option to avail of business coagh

* One or two staff members attend the IPA Leaderghipocal Government
course each year and it has an element of coagmieigtoring included.

* Business coaching was provided to the senior manageteam in 2008 but
this practice has now ceased due to budget cutbacks

* Some senior managers have received coaching asopamanagement
development courses they attended and individuakses of study they
pursued.

7. If yes to Question 6 then is the business coacpiprovided by internal or
external business coaches?

The nine (9) respondents who said they offerednassi coaching were asked to
say whether it is provided by internal external business coaches or a mixture of

the two.
Internal 0 (0%)
External 5 (56%)
Mixture of the two 4(44%)
Non-response 0(0%)
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8. Does your local authority provide career mentomng to any of your staff?

Respondents were asked whether the local authqitywided -career
mentoring to any of the staff

YES 15 (44%)
NO 19 (56%)
Non-response 0(0%)

8(a) If yes what types of staff benefit from careermentoring in your
organisation?

Respondents were then asked to elaborate on thgearand state what type of
staff benefit from career mentoring in the orgatsa- a list of responses
(directly quoted) is provided below.

* Engineering, Technician and Technical staff througladuate mentoring
programmes

e It is not a formal process but all staff benefanfr mentoring/coaching from
their supervisory staff

* At present it is open to all administrative staffve hope to roll it out to
outdoor staff later this year

* This is currently being developed in conjunctiorthaan application for CPD
and will be aimed at Professional/-Technical stdfhe new competency
framework will include mentoring for all gradessiaff

* Technical and Engineering staff and it is propasewbll out to administrative
staff

* Engineering and technical staff through CPD - #diffsthrough the PMDS
system.

« The CPD programme has a significant mentoring m®cand the main
beneficiaries are the professional staff

* There is no regularised process in operation atttsment, it is informal only

Note:- Reference to career mentoring being usepas#sof the engineering and
technical CPD programmes was recorded @iparfies and being used for
administrative staff was recorded f{ggtimes.
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9. Does your local authority currently use a compeincy development
framework/matrix to identify what training is requi red by specific
grades/sections of staff?

Respondents were asked whether the organisatioentlyruse a competency
development framework/matrix to identify what triag is required by
specific grades/sections of staff

YES 10 (29%)
NO 24 (71%)
Non-response 0(0%)

9 (a) If yes please identify the specific gradests®ns of staff for which these
competency frameworks/matrices have been developed?

The ten (10) respondents were asked to elabordtelantify the specific
grades/sections of staff for which these competdrarygeworks/matrices have
been developed. The responses (directly quotedisted below.

» Health and Safety training matrix was provided IMSB and is being
adapted for use

« Qutdoor staff, all roads, housing and environmesgavices staff. Courses
for all outdoor staff are identified in consultatiaith local management
and trade unions under the partnership process

* We are developing a competency based trainingstrtreture for all our
operational staff and it will be rolled out shortly

10. Does your local authority currently possess aliT. training room?

Respondents were asked whether the local authaaitg an I.T. training room

YES 29 (85%)
NO 5 (15%)
Non-response 0(0%)
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10 (a) If yes how many PCs are contained in theaming room?

The twenty-nine (29) respondents who said they lavé.T. training room
were then asked to say how many PC’s are availaliee training room for
training purposes.

16-20 PC’s 1 (3%)
11-15 PC'’s 8 (28%)
6-10 PC's 18 (62%)
1-5PC’s 0 (0%)
Non-response 2(7%)

Number of PC in Training Room

62%

0%
7%

B 16-20 PC's
@11-15PC's
@6-10 PC's
01-5PC's

@ Non-response

3%

28%

G20 - Number of PC in training room
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Conclusions

5.1

5.2

5.3

5.4

5.5

5.6

5.7

5.8

5.9

The function of buying-in-training continuestte the most popular option for
Training Officers in response to an identifiedirag need.

27 respondents (79%) state that they use ti@nogf using in-house trainers
less than 25% of the time. This would indicate tbathe majority of local
authorities there is (i) a very low base levello$ tkind of training activity or
(ii) a low level of recording this type of training

26 respondents (76%) state that they use gobheaining options less than
25% of the time. As in the case above for in-hduasi@ers a conclusion could
be drawn that either there is (i) a very low basel of this kind of training or
(ii) a very low level of recording of this type training activity.

25 local authorities (74%) indicate that theg the business coaching and/or
mentoring option less than 25% of the time. Ipoese to Q 6 of this section
it can also be determined that 22 local authord@st provide any business
coaching to their management staff. Once agahatild be noted that this is
a very low base level of activity for this trainiogtion.

Where on-the-job training is taking place ib&ng organised by the staff
members’ own direct line manager in the majorit®@ of local authorities
rather than the training section. Where it is geamailed of the principle of it
being the responsibility of the line manager toamige seems to be embedded.

33 of the 34 respondents have indicated tlegt possess in-house training
resources. In addition to this it should be ndted 30 out of the 34 indicated
that their in-house trainers have training quadificns. This is a very high
level and indicates that the majority of local autties have access to
gualified in-house trainers. The breath of courdestified in table 4 of this
section as being delivered in-house is very broad.

19 respondents indicated that they do not geowareer mentoring to any of
their staff. It should be noted that there weregdpondents who indicated
that they are providing career mentoring to ak@me staff. 9 local
authorities use career mentoring as part of theid @/ith Engineers Ireland
but it should also be noted that 5 respondentshase introduced CPD
programmes for their administrative staff.

Only 10 respondents indicated that they wereeatly using a competency
development framework to identify what trainingesjuired by specific
grades/sections of staff. The responses suppdiehed to indicate that
competency frameworks, where used, seem to be plyrmaplace for
outdoor operational staff.

The vast majority (29) of local authorities ¥8bpossess an I.T. training room.
Of these 29 respondents 9 authorities approximatedythird (31%) have
between 11 and 20 PCs. In addition 18 other redgrus indicated that they
have between 6 and 10 PCs. These are valuablércesdo have.
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Section 6

Organisational Barriers
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Section6 Organisational barriers to effective training

1. Does your local authority currently require line managers to approve a
request for training leave in advance of staff atteding a training course?

Respondents were asked whether the organisationireéegine managers to
approve a request for training leave in advancgaif attending a training course

YES 30 (88%)
NO 4 (12%)
Non-response 0(0%)

Organisational Barriers to Effective Training
(Line Manager approval for Training Leave)

12% 0%

88%

‘ B Yes B No O Non responses ‘

G21 - Approval for training leave in advance offsaétending

2. Would you identify the reluctance to release someadf for scheduled training
to be an issue in your local authority?

Respondents were asked whether there is a relectanelease some staff for
scheduled training and whether it is an issue endttganisation.

YES 19 (56%)
NO 15 (44%)
Non-response | 0(0%)
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Reluctance to Release Stalff for Training
0%

44%

56%

B Yes @ No B Non responses

G22 - Reluctance to release staff for training

3. If you answered yes to question 2 how would you ratits seriousness? Please
choose one of the following statements

The nineteen (19) respondents who said there welietance were asked to rate
the seriousness of that reluctance by selectingn ftbhe five (5) possible
statements below.

Very serious. Itis a widespread occurrence 0 (0%)

Serious but it is not widespread 1 (5%)

It is limited to certain sections and/or 12 (64%)
certain times of the year

Not too serious. It happens occasionally 5 (26%)

Very seldom happens 1(5%)

Non-response 0(0%)

5 possible statements below

26%

5%
0%
64% 0%
5%

B Very Serious

@ Serious but not widespread

@ limited to certain sections/time of year
B Not too serious

@ Very serdom happens

O Non response

G23 — Degree of reluctance to attend training
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4. Based on your experience of staff training coursesrovided or arranged by
your local authority over the last 2 to 3 years whawould be the average (%)
rate of ‘no shows’ that would apply to all courses?

Respondents (training officers) were asked (bagsedheir experience of staff
training courses provided or arranged by the osgdiuin over the last 2/3 years)
what would be the average percentage rate of ‘wavshthat would apply to all
courses. The range of answers is recorded in bhe lelow.

20% — 15% 9 (26%)
15% — 10% 14 (41%)
10% — 5% 8 (23%)
5% — 0% 3 (9%)

5. In your opinion what would be the single greatest antributor to staff not
making themselves available for training courses ganized by your Council?

Respondents (training officers) were asked tatistsingle greatest contributor in
their organization to staff not making themselvesilable for training courses. A
table of the thirty-four (34) responses is recordedow and where the same
reason was given a number of times this has beended for statistical purposes.

Reason for ‘no show’ at training courses Numbers
Work load and work commitments on the day — timest@ints 16(47%)
Insufficient staffing numbers to cover absencectige unable 8(24%)

to release staff due to busy periods e.g. motor anagers not
in a position to release staff due to work scheslulerkloads

Sick leave/annual leave/special leave on the day 4(11%)
Family and personal commitments 3(9%)
Anxiety — literacy concerns — lack of confidence (99)

Other reasons (directly quoted) that were proviokedespondents were:-
 The relevance of the training may not be apparentthe nominated
participant. This usually happens when coursesaai@anged (e.g. customer
service) and a line manager nominates staff memteerattend without
consulting with them.

» Staff in the same post for a number of years dsed the need for training.
They feel that they know all aspects of the job.

e The course may not have been requested by thenstafiber but the manager
thinks it is necessary for them. Staff member l@amterest in attending.

* The high level of training activity in the last Bars.

* Shortage of relevant staff work related programmes
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6. Based on your own experiences please mark on a kgcaf 1 — 11 the following
potential barriers to training take up. A ranking of 1 should be assigned to
the barrier that has the greatest impact on the tak up of training
opportunities to in your local authority. A ranking of 11 should be assigned
to that barrier that has the least impact

Respondents were asked to rank on a scale of arElheing the greatest impact
and eleven being the least impact) the followingpatential barriers to training:-

CoNooahrwNE

Staff are too busy at work when it comes to theaddtaining day

Family and personal commitments prevent them friteméing

Staff think the training that is offered is notetitly relevant to them

Staff are not sufficiently motivated to take uprirag opportunities

In general the training provided in the past hastef poor quality

Training is often provided at inconvenient locas@and venues

There is a resistance from some line managersléase staff

There is a perceived culture within my authoritgtttraining is not important
Training can be irrelevant as it often difficult tansfer the skills/lknowledge
leant due to lack of interest amongst managerspa®is

. Budgetary constraints limit the amount and rangé&ahing we provide
. Staff feel that they have done enough trainingawed'’t interested in

attending any more for a while

It is difficult to generate findings from this quies except to say that the
following statements got the highest number of lorder rankings (1-6) -
therefore there is significant evidence that theatggst impact to training is

» Staff are too busy at work when it comes to the| 14 out of 34 rank 1 (41%)

actual training day 10 out of 34 rank 2 (29%)
» Staff think the training that is offered is not 8 out of 34 rank 3 (24% )
directly relevant to them 5 out of 34 rank 4 (15%)

5 out of 34 rank 6 (15%)

» Budgetary constraints limit the amount and rang® out of 34 rank 1 (24% )
of training we provide 5 out of 34 rank 2 (15%)

5 out of 34 rank 3 (15%)

» Training can be irrelevant - it is often difficuitt 6 out of 34 rank 5 (18%)
transfer the skill/lknowledge back to the workplace
due to lack of interest amongst managers and peers

Similarly the following statements got the highesimber of high order rankings
(7-11) so we can say there is significant evidgheaéthe least impact to training is:-

« In general the training provided in the past has| 11 out of 34 rank 11 (33%)

been of poor quality 7outof 34 rank9 (21%)

e Training is often provided at inconvenient 9 out of 34 rank10 (26%)
locations and venues 5 out of 34 rank 11 (15% )

* There is a perceived culture within my local 9 out of 34 rank11 (26%) and
authority that training is not important 5 out of 34 rank 9(15% ) and

5 out of 34 rank 8(15%)

« Family and personal commitments prevent them5 out of 34 rank 11(15% ) and
from attending 5 out of 34 rank 8(15%)
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Conclusions

6.1

6.2

6.3

6.4

30 respondents already implement a system Wwdiree managers are
requested to approve training leave in advancestdfamember attending a
training course. This suggests that the introdumctif the nationally
configured training modules of the Core HR Paygouperannuation system
should not entail any change to current work pracesifor line managers.

Just over half the respondents (56%) feltttmatreluctance to release some
staff for scheduled training is an issue for theoal authority. However
analysis of responses shows that it is not a seismwe and for the majority
(64%) of those that indicated it was an issueithatlimited to certain
sections and/or to certain times of the year.

25 (72%) of the respondents indicate that Weezaye incident of no shows is
less than 15%. It should be noted a ‘no show’ 0&tE5% if applied to a
course with 12 participants amounts to betweendl2apeople per course. A
rate of 10% amounts to 1 person in 12. 26% ofaedents (ie) 9 local
authorities report an average ‘no show’ rate ofiveen 15 — 20%. This
equates to approximately 2-3 people missing frarawase of 12. 2 people
missing from each course is a significant cost wtedoulated over a year.

The most frequent reason given for a ‘no shiewime constraints given the
work load of individuals within their section/unid® the given day (71%).
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Closing Summary

The objective of this survey is to attempt to qifgnthe national picture of staff
training and development in Local Authorities anegi®nal Assemblies from three
(3) distinct perspectives:-

1. The Senior Management Team and the County Manager
2. The Senior Managers and Directors of the Businests U
3. The staff members through the training requestg itinede in their PDPs

While acknowledging that the responses generatdtidogurvey are not as perfect as
one would wish in terms of accuracy, depth or catgriess the results do

nonetheless provide a starting point for furthecdssions and should greatly aid and
enhance future decision making.

Each segment of the report has produced its owtndidindings, where possible
these results have been cross referenced to tthiedsfrom, the other populations to
determine if the messages from the three diffesets of respondents complement or
clash with each other.

There is no doubt that we are living and workinginew reality and this is reflected
in the findings of the survey. The impact of thep@rtment of Finance staff embargo
on recruitment and reduced funding coupled withuced revenue generation is
recorded by all the respondents. The buzzwordesiliility’ — organisations need to
be able to ‘deliver more with less' and they netadfsvho are willing and able to
multi-task.

Local training needs (both mandatory and non-mamgpthave been recorded and
collated to produce a national picture for all Iogsis units (irrespective of function or
grade). In addition to this individual PDP requebts/e been collated to form a
national priority list both by business unit and ¢gnade. Furthermore there may be
corporate wide training initiatives driven by CoyiManagers to respond to specific
initiatives in the Corporate Plan and these reguesist also receive an allocation
from an ever-diminishing budget.

Below is a list of the requests for non-mandatoagyning which arose repeatedly in
the survey-
* People management skills
« Financial Management and Budgetary Control skills Agresso for all levels
of staff
« Change Management skills
* Project management skills
* Time Management and Organisation skills e.g. greaiion and workflow
e LT. Skills (various forms)
* Innovative ways of working and achieving more witdss e.g. flexible
working, redeployment of staff, alternative methtalsvork distribution etc.,

The need for staff to have a deeper knowledge @flegislation underpinning the
work they are doing is a key requirement for afpendents. Without this knowledge
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of the legislative and regulatory framework transbé staff to units experiencing
significant staff shortages will not be possiblenifarly re-deployment of staff within

a unit in order to address a shift in emphasisoou$ due to changes in the external
environment or new initiatives (e.g.) shifting facun the planning Department from
processing planning applications to enforcement] mot prove to be effective
without staff receiving a detailed understanding thle legislative/regulatory
framework underpinning the work.

Themes that emerged in the research in addititimetoeed for staff to be well-trained
and highly flexible is an acknowledgment by managdhat staff are working in very

difficult circumstances and that many are likelyetgerience stress if the situation is
not managed correctly. The challenge for unitsrghg to maintain quality service

delivery with ever reducing staff numbers and eweducing budgets resonates
throughout the report. Line managers - the lynchpetween senior managers
(anxious to deliver on the strategic goals and abjes of the Corporate Plan) and
frontline staff (dealing with the public on a dailyasis) in many cases are
experiencing the greatest pressure. Questions toeke asked as to whether Local
Authorities reduce the number of services theyroffe reduce the quality of the

services they currently provide — either way chasgeevitable.

Health and Safety training which is both mandatand essential for the many
thousands of staff working in potentially dangeraifsiations e.g. on non-national
roadways, with chemical pollutants, etc., figuresywprominently throughout the
report. Major investment of resources has beenentagr the years but it appears
that it is a never ending cycle and respondentufretly mention Health and Safety
Training as an annual event. The range of HealthSafety related courses available
to staff is extensive and annual investment in $ipiscific field must be considerable.
However when the research shows that over 50% eofréspondents have had the
training budget cut by up to 25% and almost 10%upyto 50% (with further cuts
expected by many) it is hard to know how this inrent can continue to be funded
in the current economic climate. Linked to thighe fact that several respondents
mentioned that because Health and Safety traisimgandatory in some organisations
it is not listed by the staff on the PDP requestrfdout rather is seen as a separate
requirement with a dedicated ring fenced budget fdsearch showed that almost
50% of the training officers spent up to 50% ofitleidget on mandatory training to
comply with legislation as opposed to discretiongwgnding in order to improve staff
and organisational performance.

Staff who perceive that they are not having thaming needs met (because they see
PDP requests are not granted) over time may beden®tivated as they believe
their psychological contract is not being honourkldwever they are completely
forgetting about the wealth of work based on the lgarning that they are receiving
but perhaps for whatever reason place little valne While almost 80% of the
respondents use in-house trainers it is for leaa 25% of their training needs with
the same numbers being recorded for on the jobitgi so clearly there is still a
strong cultural dependence on ‘live education’ eattnan technology or work based
solutions. However with the numbers of staff comithy to decline this is likely to
shift considerably over the next few years. Equa#cessary will be the continuing
cultural shift from training to learning and theognition that learning can take place
in all sorts of different ways and it may not alwayecessitate time off work. The
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shift to targeted shorter interventions which afeero just as effective and do not
require the person to be off work for a whole daly please all managers/supervisors.

The research was very positive about the impadtttietraining is making on the
organisation and the fact that staff in the maiprapiate very much the investment
being made in them. Although sixty-four (64%) repd that they do have no-shows
they are limited to certain sections and certaimes of the year and on average are
less than 10%. The main reason for ‘no shows’ weasengas work load and work
commitments on the day’ which is particularly imsting as it may link back to the
need for time management and the ability to pis®itour time and our work
commitments and scheduled training could be onthei. The organisations who
charge back training courses to the local unitenedittle if any ‘no-shows’. The
research further tells us that occasionally skl the training they are scheduled for
can be irrelevant as it often difficult to transtie skills’knowledge learnt on the
course back into the workplace due to lack of egelamongst managers and peers.
This finding is particularly important as the linketween learning and the
achievement of business goals is essential andwuiitiis transfer of learning to the
workplace the investment will not yield long termniefits or enhance productivity.

In conclusion, this report is likely to raise mamgre questions than it answers given
the breadth of information that was sought but ithigself is a positive outcome and a
necessary and valuable exercise particularly inctr@lenging economic climate we
are operating in. Despite the necessity to reduserationary spending across the
board in local authorities training and developmangtaff will still continue. Even if
the staff T&D budget is reduced to an absolute mum for the next couple of years
there will still be a need to be a budget allocdtednandatory training so that local
authorities are compliant with the requirementdegfislation and/or regulations. It
should also be remembered that local authoritie® ltansistently met (and in most
cases greatly exceeded) the target spend of 3%odtiptive payroll on staff training
and development. Staff recognise that local autiesrhave a commitment and track
record in developing them as individuals and emgésy The focus for Training
Officers and all people involved in training prdeis across the sector will be
achieving maximum value for money by the employmehtinnovative and cost
effective methods both of training delivery and tonsfer of learning to the
workplace.
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Recommendations

The general recommendations resulting from ouryaislof the survey findings are
presented here under 6 main themes,

e Distribution of the report
» Training will continue despite budgetary constraint

« PMDS
» Using alternatives and supplementary approachefrtoalised classroom
training

* Making greater use of in-house resources
e Maximising training budgets
* Achieving greater value for money for the sector

Distribution of the report

¢ Copies of the report once endorsed by the Managesld be distributed to
the relevant committees and bodies charged witlrseeeng the training
requirements for various programme areas (e.g.ji®deaining Group, Water
Services Training Group, Environmental Training @pthe Library Council,
National Directorate for Fire and Emergency Manageinetc., in addition to
being distributed to all individual local authoesi It will be for these
bodies/committees to consider the report and uakierany actions that they
feel relate to their area of operation. It will foe the County & City Managers
and their senior management teams to decide how toesddress the
prioritised cross-functional training identified the report and the training
needs for those business units for which ther®idedicated committee/body
overseeing training delivery.

Training will continue despite budgetary constraints

¢ The requirement for all staff to do more or at tehe same with less resources

coupled with the introduction of pay and pensionds will inevitably lead to

demotivation of staff. The role of line manager«aeping staff motivated and
ensuring that the usual levels of high performaaeemaintained within their
sections will be critical. The training of line megers in the practical skills of
managing staff, maintaining good performance andaklizgg under

performance is an area of training that will beical if the sector is to deliver
upon its business goals irrespective of the faatt itis not mandatory training.

¢ If the current recruitment embargo continues far tlext couple of years it
will be important to recognise that all current datlire work activities will be
carried out by existing staff resources. In ordeensure that flexibility and
ability to multi-task become the norm some fronelstaff will need to engage
in learning new skills. Experience has shown thHa provision of and
successful participation in workplace skills traigiby some frontline staff
will depend upon ongoing basic education and pelisdevelopment training
and support. The ongoing financial support of LANPfowards the provision
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of workplace basic education programmes will beciadu It should be
recognised that the successful LANPAG Return torhieg (RtL) initiative
may have already reached the majority of thosd #iaf required or wished
for assistance with basic literacy. Successive uawmns of the RtL
programmes have highlighted the need to develomression routes to
mainstream training for staff that have already pleted phase 1 of RiL.
These progression opportunities should seek toapeepmployees with lower
than required levels of basic educational skillstf@ demands of mainstream
work related training courses that they will be uiegd to complete (e.g.)
mandatory health & safety, customer service, reguiworkplace skills
training, etc.

¢ The principle of establishing a qualifications framork so that operational
staff in certain business units (e.g.) water sesjcnvironmental services,
roads can gain formal recognition for the singledme training courses that
they are being asked to complete as well as bellg & use those
qualifications towards obtaining higher level gtiaditions is one that should
be supported by all bodies/committees involved he provision of staff
training in the sector. As the various regulatondies operating in these
programme areas attempt to move towards a qualispirance model of
licensing for some activities (e.g.) waste facilibperation, provision of
drinking water, etc., there will be an increasinged for operational staff
and/or technical staff to obtain accredited tragnirEfforts should be
undertaken by the various committees and bodiesgatyin co-ordinating
training provision for the sector to ensure thataloauthority staff can
combine the various single module/minor award djcalions that staff are
asked to complete into either a combined certiéicat can get formal
recognition/credit towards a higher nationally mpuised qualification. It
should be noted that a sub-committee of the WSTSah@ady commenced
deliberations with a view to approaching FETAC amndHETAC on this
matter. It is therefore recommended that the Nati@maining Group should
oversee the development of an overarching framewagkeement with
FETAC/HETAC for the sector as a whole rather thakireg individual
committees/bodies to conduct their own discussmmsombining of minor
awards into major awards. Once again this frameviarlawards recognition
could be built into an overall competency framewddt staff in these
sections. It should be noted however that agreeraena framework with
FETAC/HETAC may take a number of years. In the niea a number of
courses will still need to be developed within a@rsér timeframe to meet
current regulatory needs. Therefore every developmé new modules in
these operational areas should consider whergsitirfito an overall major
award as part of their initial design stage.

PMDS

¢+ Details of the conclusions and recommendations tan itlentification of
training and development needs by means of the RFIDS process should
be forwarded to the PMAMG. The main recommendatitmthe PMAMG
are as follows:

LGMSB NTS L&D Survey Report 185 16/12/2009



o the extent to which training and development neeldmtified by
individual staff members at PMDS meetings are b@ingritised and
clearly linked to business goals and organisatiay@dls needs to
increase

o line managers conducting PMDS meetings should beconore
knowledgeable about other methodologies/approathesddressing
development needs/opportunities (e.g.) job shadpwob swapping,
on the job coaching, peer learning, self directedlys rather than
relying on classroom based training courses. il become
increasingly important if the number of opportugstito attend training
courses is reduced in line with reductions in thentng budget.

0 ensuring a more ‘resource led’ as opposed to ‘dentedh system of
staff training and development would support th&ohuction of a
competency framework for staff doing particular gob This would
help to achieve targeted provision of mandatorg.)(irequired by
regulation/legislation training and training witlerdonstrable links to
business needs/goals. The introduction of a coenpgtframework
would assist line managers in prioritising trainmgeds discussed with
staff.

o where development and training is provided to stafformats other
than classroom training this needs to be formalyorded. Business
units that initiate their own staff development migemust record the
details and ensure that the individuals trainingprds are updated. It
is anticipated that existing training record datdsaor the proposed
training module of the Core HR, Payroll & Superaaimn systems
should be able to capture this data.

o individual staff members and their line managersdn® be informed
of the outcome of all training requests in advantd’MDS review
meetings. The practice of only notifying individisaff members if
they have been placed on a training course mayibate to a lack of
confidence in PMDS as a development tool. Thecgratied reduction
in the number of courses being registered and decoin PDP forms
should reduce the number of responses to be ndéehodologies for
automating the response process either throughirexi®chnology or
in the training module of the Core HR, Payroll &p®@uwannuation
system should be explored and where practicableloyeg by
Training Officers

o the identification of individual training and dewpiment needs as part
of the PMDS/PDP process needs to continue despi#t® rlesources
being available to ensure training and developmemuests are being
delivered upon. The survey contains evidence thatbiusiness units
are able to identify organisational training nedtd®ugh a mixture of
PDPs and team meetings. However if the practiceontlucting PDPs
with each individual staff member dwindles as a ultesof
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disengagement with the PMDS process it will becanweasingly
difficult for Training Officers to identify which ndividual staff
member is required to go on which course even thadatory ones.
PMDS therefore needs to be re-energised in areagrewh
disengagement difficulties exist to ensure thakihains the primary
mechanism for determining the training needs ofividdal staff
members. If this does not happen and the practiceralucting PDP’s
is discontinued, TO’s will have to resort to megtimith section heads
to determine which staff require what training nder to determine the
numbers and names of staff involved. It has todoegnised however
that whilst this would satisfy the requirement chigving a targeted
‘resource’ led approach to training provision, ibmd not be as
effective as using the existing PMDS/PDP process.

Using alternatives and supplementary approaches to formalised classroom training

¢ Training Officers and section heads should actiwetyk to promote peer
learning. Individuals attending external trainmgdevelopment opportunities
should be required to share the learning with tbelleagues at team meetings
upon their return. Peer learning is a very cofgotive way of disseminating
learning for a wider audience. The practice ohgsxisting intranets to post
up and to download materials, documents and pratsems obtained from
training courses conferences, CPD sessions, kgeefietc.,, should be
encouraged. Directing staff and colleagues toethstence of these resources
by means of a knowledge/learning centre sectiothenntranet would greatly
improve peer learning and self directed opportasitas well as information
dissemination. Local authority training officereosild engage with their
colleagues responsible for maintaining the intraoeensure that an online
knowledge/learning centre section is establishebithat procedures are put in
place for the uploading of training materials, doemts and presentations.

¢ Greater consideration should be given by all partresolved in procuring
training for local authorities to organising mor@ncentrated training events
that are held closer to the workplace. Condenseduiao training should
focus on specific subjects of direct relevance tospective attendees. The
objective of shorter concentrated sessions is &meplgreater emphasis on
imparting the key essential messages relating & tdpic. Co-ordinated
modular training sessions (2-3 hours maximum domatcould be delivered
by in-house resources, by staff returning from ser@al training event or by
bought-in external providers.

¢ The ongoing impact of decreased staffing levelsl welquire that local
authority staff will have to continue to be flexébland that line
managers/supervisors will have to be more innoeaiiv how staff are
assigned to handle the required work. The abibtynulti-task and be subject
matter experts in a variety of areas will become tlorm rather than the
exception. It will be difficult to train staff indw to be flexible and creative.
These skills are more attitudinal and are best |dped by one-to-one
coaching and team or individual based problem sglwiather than taught
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classes. Approaches will need to be developed oheroto give staff
opportunities to develop the newly required slaltgl attitudes.

On the job training is widespread across the sestdrwhere it is happening it
is being organised by direct line managers rathem by the Training Officers.
The survey indicates that the majority of this tygdraining occurs either in
the Fire Service or as part of induction of nevifsiawhen new equipment is
introduced. In the absence of any clear requirenbentomplete a formal
training course in order to demonstrate competamclwhere it is appropriate
to the job/activity being learned more use showdrade of this training and
development approach. Strategies on how this apprazan be more
effectively used and the areas where it can mdsttefely be applied will
need to be developed and identified by the LGMSB.

Greater use of development opportunities other tfmamal ‘off-the-job’
training courses will necessitate an improved amess amongst line
managers and individual staff members that thesgitees still need to be
recorded and added to the training records of iddals. All training and
development activities undertaken should regardiésenether ‘off’, ‘on’ the
job or ‘self-directed’ in nature should be record®¢hile it may prove to be
difficult to tie informal development activitiestmformal qualifications there
should be recognition for completing non formal elepment activities within
an overall competency framework. Informal trainemyd development should
not be used as a replacement for formal training siwuld it be seen as
piecemeal. It should be part of an overall integptadevelopment pathway for
individuals in certain jobs. Ensuring that inforntldvelopment is completed
before application/recommendation for specific fatncourses of training
and/or education could be one way of linking depeient activities into a
competency development framework.

All local authorities should consider introducingaching as a way of
addressing the developmental needs of some stdier&Va very specific
and/or unique training or development need has hdentified for an
individual staff member through their PDP consitierashould be given to
addressing that need through some form of fornls®aching with either
internal or external resources. The structured iprav of coaching can be
successfully employed to ensure that staff can, ngstoother things, be
guided towards addressing their own perceived ssigthps or to develop
business solutions for specific, pressing busin@sblems. As a form of
informal training it can prove to be very effectmtien used to address either
of these two areas. The use of trained and expatiegenior staff to provide
coaching to more junior staff has been successtiifployed to date by a
number of local authorities and has been provedet@ very cost effective
approach to action based learning. In order to ptenthe use of coaching
across the sector the TOs in all local authoritkeuld be exposed to the
lessons learned by those local authorities thae lend continue to employ
coaching using either internal, external or a mixtaf both resources as an
option for staff development.
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¢

Greater consideration should be given by local @ities Training Officers to
delivering training content (either wholly or asrfpaf a blended approach to
course delivery) using computer based training (Cjgdckages, either on-line
or in CD-ROM format as a cost effective alternatteetutor led classroom
training. Some training activities will lend therhses ideally to CBT format
and will certainly be a more effective way of deling some aspects of
training (e.g.) self-directed study of underpinnitigeory, compared to
classroom based learning. It should be noted tharevthere is sufficient
demand for certain course content or CBT packageése will be economies
of scale to be had by securing outright purchaskcensing of products for
the sector as a whole rather than on a local aityhoy local authority basis.
In order to promote the use of CBT or blended legrapproaches across the
sector the TOs in all local authorities should kpased to the lessons learned
by those local authorities that have and contimuerhploy CBT as one of
many methods for delivering staff training.

Making greater use of in-house resources

¢

Local authorities currently possess quite a nunabeesources that could be
more fully utilised in order to deliver more cosffeetive training. The
following resources have been identified by theveyras already being in
place across the sector,

e Qualified in-house trainers

* A network of local authority regional training cesg with a tradition
and proven track record of organising training nroatreach basis

» Dedicated IT training rooms in the majority of lbeathorities

Strategies should be devised by the National T&2rshg committee of the
LGMSB in cooperation with the other committees/lesdinvolved in training
provision across the sector in order to maximise lhnefits accruing to the
sector from their use of these existing resources.

Maximising training budgets

¢

In order to maximise the business impact of thendpen educational
assistance it is recommended that local authorgigsuld concentrate on
providing assistance to individuals applying forrtdieate, diploma and
degree courses. For the duration of the economignturn educational
assistance for Master level courses should onlprbeided where a link to
carrying out current work duties is made by staéinmbers or where a staff
member has already completed a considerable anobtimt course time.

In order to minimise the negative impact on thetiedised training budget and
in order to achieve maximum value for the spendbounght-in or external
training courses, Training Officers should insteydif not already doing it)
charging individual business units/sections forffsthat fail to attend for
training courses for which they were booked.
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¢

The major compliance responsibilities placed oml@uthorities as a result of
() an increasing legislative and regulatory framewy and (i) the
transposition of EU Directives into Irish legistati has placed and will
continue to place a major financial burden on laoathorities particularly in
areas such as water quality, waste managementh laeal safety, etc. Existing
local training budgets will not be able to bear boeden of training for staff in
sections where these new regulations are to tdketefStaff training costs
need to be factored in by central government to famgncial support being
made available to local authorities to implemerdfads their new
responsibilities.

Achieving greater value for money for the sector

¢

In order to ensure that bought-in training moresely reflects the specific
needs of the individual local authorities purchgsthe training, Training
Officers should engage to a greater degree witkreat training providers.
More engagement pre-delivery at the course desagesshould increase the
relevance of the material delivered by training viilers and ensure the
specific needs of the purchasing local authorigyaddressed more effectively.

Local authorities are and will continue to be (ire tfuture) employers and
active recruiters of qualified graduates. Thisspecially true for engineering,
technical and professional posts. In order to ensuat future graduates are
equipped with an understanding of some of the crosgtional issues
currently affecting the work of local authoritieffaets should be made to
convince universities, colleges and places of &rrégducation to incorporate
material (where appropriate) on some or all of fillklowing areas in their
undergraduate courses (both part-time, full-time)

Social inclusion

Sustainable development

Green procurement

Promoting accessibility to services
Managing information

O O O0OO0oOo

It is recommended that the LGMSB should co-ordinate behalf of the
sector, the approaches to be made to the uniwessitblleges and places of
further education.

In tandem with the above point it is recommended the various designated
bodies that provide ongoing competency developn@ogrammes (e.g.)
Engineers Ireland, the Planning Institute, etc ttogir members should be
approached in order to incorporate material (wlag@opriate) on some or all
of the areas already identified. In addition thesignated bodies could
incorporate the following into their CPD programmes

o financial management and budgetary and cost control
o working in multi-disciplinary teams
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managing staff performance

updates on legislation and their potential impact
more effective use of |.T.

developing leadership

O O OO

Once again it is recommended that the LGMSB, onalbetf the sector,
should co-ordinate the approaches to the variousguated bodies that
provide CPD frameworks.

¢ In order to further reduce the spend on travel suusistence associated with
staff attending off-site training events local aarity Training Officers should
be encouraged to make greater use of courses/emgyatsised on a shared or
regional basis. The current practice of deterngnumether any demand exists
for shared training opportunities either througlke tiegional training centre
network or directly should become more widespre¥there a local, regional
demand has been identified the Training Officersusth take advantage of
current market conditions to achieve greater rednstin costs/charges due to
economies of scale afforded by larger numbers téni@l attendees. Where
regional or clustered events are being plannedcémsideration should be
given to choosing locations and venues served Iljigtransport. External
training providers and staff travelling to event®usld be actively encouraged
to avail of cost effective public transport wheneymssible rather than
incurring high mileage costs which draw heavilyamever reducing training
budget.

¢ LGMSB should co-ordinate approaches to FAS, Codéltal on behalf of the
sector in order to improve the local authority spaty for some existing
Construction Skills Certification Schemes (CSCS)rses. Aspects of these
courses where changes might be made include dusatassessment criteria
both for initial and renewal certifications and oalecourse content.

¢ In order to take maximum advantage of current ntackaditions a national
framework of suitably qualified training providesiould be put in place for
the most urgent of those cross functional gener&ning requirements
identified in Section 2 of the report. With pricEs bought in or external
courses at a lower level than in the past coupleafs it would be prudent to
attempt to lock in training providers to these lewels of fee’s for at least 18
months — 2 years. The various committees and bdHag currently organise
tender competitions for the procurement of trainiagd/or consultancy
services (e.g.) WSTG, Regional Training Centres, Ahomhairle
Leabharlanna, the LGMSB should examine the optioestablishing (where
required) multi-annual panels or frameworks ofalhly qualified providers at
the lowest possible prices.

LGMSB NTS L&D Survey Report 191 16/12/2009



IPA\\\\ \.

INSTITUTE OF PUBLIC
ADMINISTRATION

AN FORAS RIARACHAIN
57-61 Lansdowne Road
Dublin 4, Ireland

Tel: +353 | 240 3600
Fax: +353 | 668 9135
Web: www.ipa.ie

Research, Publishing and Accounts
Vergemount Hall, Clonskeagh
Dublin 6, Ireland

Tel: +353 | 240 3600
Fax: +353 | 269 8644
Web: www.ipa.ie




