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Section One - Context

The Derbyshire Public Sector Compact was established in February 2007 following a breakfast launch event at Pride Park in Derby. At the early Steering Group meetings the Terms of Reference of the Compact were established and it was agreed that the purpose of the Compact would be to: “to improve the quality of the public services in the county through effective collaborative workforce development and planning”
To support this purpose, the Compact engaged administrative and secretarial support from a ‘facilitating agency’. Initially, the agency providing support was The Derbyshire Learning Partnership and latterly the Derby and Derbyshire Economic Partnership (DDEP) has performed this function. The Terms of Reference stated that in addition to the Steering Group, the Compact would seek to be active through the participation of members in a network of sub groups.  The intention was that these first groups would likely include (i) a Learning and Development Sub Group and (ii) a Recruitment and Retention Sub Group. The sub groups were never established and attendance at the Steering Group meetings dropped.
After one year, it was noted that the Compact had lost some of the early impetus and the LSC commissioned DonkinITEX to carry out a brief review of the first twelve months and provide some recommendations for the Compact to move forward. Hence this report has been produced and it is written by Chris Donkin of DonkinITEX.
Section Two - The Review – Phase One : 

Email survey of Compact Steering Group Members
Initially Chris Donkin of DonkinITEX contacted all members of the Steering Group via email and asked for a response to the following six questions:
1 
What do you consider has been the most successful aspect of Compact working over the last 12 months ? 

2 
What do you consider has been the least successful aspect of Compact working over the last 12 months ? (i.e. what aspects of Compact working do you feel need attention ?) 

3 
Do you feel that the Compact's activities are meeting the stated aims within the Terms of Reference ? 

4 
What is your view of the Compact's Action Plans ? ... do you consider that they are effectively promoting activity that will meet the aims of the Compact ? ... are there any issues relating to design and implementation of the plans that you feel need attention ?
 

5 
Who (or which organisations) would you like to involve more actively in the future ? ... and how do you think this could be achieved ?
6 
What support would you like to see from the facilitating agency in the future ? 

Of the 36 registered members of the Steering Group who were emailed a response was received from 10 people. Of these 3 reported that they did not think it was appropriate to complete the questionnaire as they had not engaged sufficiently with the Compact. Hence 7 completed questionnaires were processed. A summary of the responses is discussed in the Interim Report to the Steering Group on the 1st April. A copy of the Interim Report is attached to this document as Appendix I. In brief, the feedback was quite negative and the key messages captured from this survey were as follows:
·  Steering Group members recognise the potential of the Compact to facilitate effective collaborative working

· There is a perceived lack of focus and direction regarding the operation of the Compact and the implementation of the Action Plan from some respondents. 

· Steering Group members do not feel that the Compact’s activities are meeting the stated aims within the Terms of Reference

· Concerns were expressed relating to the implementation of the action plan. Some overlap with other initiatives was observed and it was noted that the plan was perhaps too ambitious.

· Respondents feel that the Steering Group would benefit from regular attendees and a strong representation from the HR fraternity.

Section Three - The Review – Phase Two : 

Discussions with key stakeholders to establish ‘The Way Forward’

An input from the Steering Group for this review was absorbed at their meeting held on 1st April 2008. After acknowledging the feedback from the Interim Report, the group were keen to move forward. A positive and productive discussion followed. The minutes of the Steering Group give a record of these discussions and are available on the Compact web site (www.empscompacts.org.uk/derbyshire.asp) . The Chair summarised some of the issues which the discussion had identified as follows:

· Prioritisation (may be a limited number of priorities e.g. 3)

· Structure – need to revisit

· Funding and resources to be acquired to support the Compact

· Leadership and organisations opting to become members through a Charter

It was agreed to pursue these issues through a series of focus group meetings and, for those key stakeholders not able to attend the meetings, a series of telephone calls. Meetings were arranged to take place in Ripley and in Derby to discuss these issues. In Ripley, Chris Donkin was joined by Peter Jessop (The Derbyshire Network), Elisabeth Chandler (DDEP), Eryl Prentice (LSC) and by Jackie Hewlett-Davies (Derbyshire Hospitals – NHS Foundation Trust). In Derby, Chris Donkin was joined by Steve Morton (University of Derby and Chair of the Compact), Cheryl Roberts (LSC) and Beverley Smith (Connexions). Telephone consultations were conducted with Mark Edwards (Derby City Council), Anne Marie-Chatwin (East Midlands Ambulance Service), Cate Hollinshead (Derbyshire Hospitals – NHS Foundation Trust), Elizabeth Wilson (Derbyshire County Council), Linda Pearson (East Midlands Business) and Kerry Gulliver (South Derbyshire District Council). All the notes from these meetings have been supplied to the LSC.
All consultations were framed around the key issues to be pursued established at the Steering Group meeting held on the 1st April.

Prioritisation of Activities

All the respondents in both the focus groups and individually thought that prioritising the aims and activities of the Compact was a good idea. Some respondents went further and considered it to be a necessity. Most thought that the priorities should include: (i) encouraging sector organisations to sign the Skills Pledge; (ii) increasing the uptake of apprenticeship programmes in the sector and (iii) organising and delivering a series of dissemination events to share good practice.

A number of respondents requested that raising the basic skills level of sector employees should be promoted as a priority. A comment was recorded requesting that ensuring ‘raising the profile of the sector’ was not flagged as a priority – in this instance the respondent wanted ‘actions and not discussions’. 

More generally, several comments around collaborative workforce development were recorded. Comments suggesting priorities included:
· “Workforce planning / workforce development could be addressed by the Compact. Collaborative planning around common training programmes and more widely a look at recruitment and retention strategies”

· “Articulating employer demand for future workforce skills”
· “Providing/developing tools or frameworks to support the process of documenting training needs”
· “Enabling more strategic planning and collaborative working to meet the training needs and secure or pool resource”
Another comment made in response to the ‘prioritisation’ issue suggested that whatever the agreed priorities are they should be addressed by a SMART action plan that is implemented and monitored.

A contribution from one of the focus groups suggested that the Terms of Reference were still valid and that the priorities should be agreed annually and hence subject to annual review. This group argued that the Compact’s working groups could be ‘task and finish’ groups constituted to address the annual priorities. These groups would report to the Steering Group. 
The Structure of the Compact

In introducing this subject, Chris Donkin reminded colleagues that the Terms of Reference stated that:  “.. the Compact would seek to be active through the participation of members in a network of sub groups.  The intention was that these first groups would likely include (i) a Learning and Development Sub Group and (ii) a Recruitment and Retention Sub Group”. Chris also informed colleagues that successful Compacts taking root in Leicestershire, Lincolnshire & Rutland and Northamptonshire all featured this arrangement with the theme groups / network groups designing and implementing their own action plans and reporting progress to the Steering Group. In Derbyshire these sub groups had never been established and as a consequence the Compact’s action plan had been designed and monitored by the Steering Group. The first phase of this review identified that the Compact membership considered this practice to be ineffective. Each active Compact in the East Midlands enjoyed the support of a ‘facilitating agency’. In Derbyshire the support provided by DDEP was exclusively administrative and secretarial. In other counties external consultancy support was also available to support Compact working.
In commenting on the preferred future structure of the Compact very little was said in support of trying to establish (at this stage of the life of the Compact) the two intended sub groups designed to address ‘recruitment and retention’ and ‘learning and development’ issues respectively. As stated earlier, one of the focus groups suggested that the sub-groups could be constituted to address the agreed annual priorities.
Most respondents noted that the Steering Group needed ‘something to steer’ and that a network of sub-groups addressing relevant issues and reporting back to the Steering Group could be established and could potentially provide an effective vehicle to ensure that the aims of the Compact were met.
One of the focus groups thought that the Steering Group should be much smaller. They commented that: “The Steering Group should be limited to 3 or 4 people (could be 5 or 6) i.e. LSC, Local Government, Police/Fire, LSC, Health, Post 16 training provider plus the Compact facilitator”. This suggestion did not receive wholesale support with other contributors, indeed the other focus group registered “broad agreement that the current Steering Group arrangement is appropriate”. 

One respondent commented that we “need a more robust and representative Steering Group before we can nominate what theme groups to establish”. In general, most colleagues noted that we needed to widen representation on the Steering Group. The comment was repeatedly made that we needed more mainstream sector organisations (i.e. rather than learning providers) active and supporting Compact activity.

Some colleagues suggested that we may need to review the Terms of Reference. Many reported that they were not aware of what the aims of the Compact were as stated in the Terms of Reference.
Funding and Resources to support the Compact

At one of the focus group meetings the LSC representative announced that; “the issue of resources and support is in the process of being resolved by the LSC. Money from T2G Infrastructure East Midlands LSC budget is to be top-sliced to support the compacts. Each LSC will arrange their own support. Compact activity will have to be linked to LSC Public Service Agreement (PSA) targets, to draw down their funding.”
Against this background, many colleagues suggested that it would be useful to access external consultancy support to be deployed by the Compact. It was noted there was potential for a facilitator to stimulate activity and provide professional input into the planning process. It was further suggested by some that a facilitator could carry out broad brush research on behalf of the Compact to identify where and how Compact activity should be targeted.
The possible deployment of a Members Charter

This approach has been successfully used by the Leicestershire and West Midlands Compacts. Examples of the charters used in these areas were made available to the focus groups. Both groups saw great merit in this approach but considered that both of the charters were too wordy and too long. 
During the telephone consultations more support for this approach was articulated with colleagues suggesting that the use of a members’ charter would increase awareness and give greater credibility to Compact activity. It was suggested that Compact ‘champions’ from sector organisations could be nominated as part of the sign-up process.

Some colleagues sounded notes of caution. One respondent asked rhetorically ‘what would be the benefits of establishing a charter for member organisations?’ Another comment made was that ‘this is a good idea – but not yet’.  The rationale being that we would need to clearly articulate responsibilities and benefits – if this is done effectively then the ‘members charter’ could be a useful approach.
Other Comments recorded during the consultations

Other comments recorded during the consultation process included:
· We need a Special Event (possibly a re-launch) to re-energise activity
· A Compact facilitator could be commissioned to map the Forums that exist in the Public Sector arena. So that duplication of issues/discussions is avoided (e.g. The Children’s Workforce Strategy Group)
· Senior people within public sector organisations need to get involved
· We could increase awareness of Compact activity and of the Compact ‘brand’ by publishing an e-newsletter.
· Action Plans for actions please – not aspirations
· We need a greater understanding of the training needs of the sector.

Section Four - Main Findings 

The Derbyshire Public Sector Compact Going Forward !
Reviewing the evidence from the interim report and the output from the subsequent consultations described in section three, the report writer then endeavoured to address the remit of the review which as stated in the interim report is to: work with partners to set the agenda for the future of the Compact. Specifically this will entail making recommendations around:

· Who to involve and how

· What the revised aims of the Compact should be – and should they be linked explicitly to LSC targets 

· The future role of the facilitating agency – and who that agency should be 

· The potential use of special events to support the aims of the Compact

· The use and development of the Compact web site to inform Compact members and promote Compact activity
· How to develop the action plan to meet Compact aims and encourage sector ownership of the activity
Who to involve and how

The responses to the email survey conducted to produce the interim report and to the consultation exercise indicated strongly that we need to involve the large public sector employer organisations in the work of the Compact. Specific mention was made of the City and County Councils and the fact that they are not currently playing an active role is an issue for the Compact. Other large organisations that respondents would like to see more actively involved included the NHS, the Fire Service and the district and borough councils.
The over-reliance on training provider organisations to support the Compact was noted and there was a feeling among some that this was hindering progress. The perceived lack of clarity relating to the purpose and aims of the Compact was not so prevalent among the training providers and some Compact members considered that for them it was an opportunity to engage in supporting workforce development. The benefits of Compact working were not as transparent for those on the ‘consumer side’. However, going forward, the consultation exercise drew out the view that “Workforce planning / workforce development could be addressed by the Compact. Collaborative planning around common training programmes and more widely a look at recruitment and retention strategies” could be pursued by effective Compact working.

A view that was prevalent amongst those consulted suggested that the lack of active involvement of HR professionals from within the sector was also an issue.

It is apparent that many of those who we may wish to involve in Compact activity are not currently engaged, but were involved initially. Given the history of the first year of the Compact, it will be challenging to re-engage some of the larger employer organisations and specifically to encourage the participation of the HR professionals within the larger organisations. One possible way forward to encourage participation would be to introduce a members charter. Such an approach has proved to be successful elsewhere and the feeling amongst those who have contributed their views to this report was that if this was introduced it could potentially deal with the perceived ‘lack of focus and direction regarding the operation of the Compact’ and also secure commitment from the highest level within the organisations that we need to attract. The Charter used by the West Midlands Compact requires that not only do the participating organisations commit to the principle of collaborative working but that they nominate individuals to play an energetic role in supporting the activities of the sub groups.
Reviewing the aims of the Compact

In carrying out this review the initial feedback from Compact members suggested strongly that there was a lack of clarity of the aims of the Compact. This perceived lack of clarity is not necessarily reflected in the Terms of Reference. The Terms are attached as Appendix II to this report. The report writer considers that the issue is more to do with a lack of clarity about what the Compact is actually doing – i.e. what are the current objectives / priorities.
Most respondents strongly agreed with the suggestion that the Compact should prioritise it’s activities. There was broad agreement that the issues that should be addressed in year two should include: (i) encouraging sector organisations to sign the Skills Pledge; (ii) increasing the uptake of apprenticeship programmes in the sector and (iii) organising and delivering a series of dissemination events to share good practice. Some expressed the view that these should be nominated as the ‘annual priorities’ for 2008-09.
The Terms of Reference suggest that “.. the Compact would seek to be active through the participation of members in a network of sub groups.”  The intention was that these first groups would likely include (i) a Learning and Development Sub Group and (ii) a Recruitment and Retention Sub Group. These working groups never became constituted and other than a ‘task and finish’ Leadership and Management working group led by Kerry Gulliver of South Derbyshire District Council no working groups have been formed by directive from the Steering Group. This provides an opportunity to start with a ‘clean slate’ and in potentially establishing sub-groups then perhaps there is no need to have them attached specifically and exclusively to the ‘recruitment and retention’ and ‘learning and development’ agendas. The suggestion that the Derbyshire Compact’s working groups could be ‘task and finish’ rather than more permanent assemblies and that they could be formed to address the identified annual priorities has merit.

The future role of the facilitating agency

Many contributors hinted that they wanted more than the provision of ‘admin and secretarial support’ that DDEP were contracted in to provide. The consensus was that monitoring and help with implementation of action planning was of paramount importance and that some professional input into the strategic planning process,in addition to admin and secretarial support, was needed.
Colleagues at DDEP report that the support that they provide for the Compact is not a contract that they actively sought and it was something that they inherited. However, they have consistently provided appropriate and well organised admin and secretarial support for the steering group. They feel that they can only do what is asked of them and comment that commitment is needed from steering group members and from public sector organisations.
Other Compacts have required the facilitating agency to produce a newsletter, make key presentations at good practice events and deputise for the chair of the steering / theme groups as necessary.

Potential use of Special Events to support the Compact

In other counties, Compact members have found that Good Practice Events have been a productive activity and have helped to disseminate important information effectively. For example, the two recent Compact Events in Northamptonshire (Clear Wins – Work Based Learning for the Public Sector and the Re-Launch Event) have both been very well attended and well received. In Lincolnshire and Rutland they have hosted a series of free events that have been well received and stimulated Compact activity. These events have included ‘Approaches to E&D Training’ and a ‘Skills Pledge Breakfast Briefing’.
Many contributors to this review flagged the use of Special Events as an effective way of disseminating good practice and promoting Compact activity and collaborative working. The Steering Group Chair went further and is of the view that we should commit the Compact to at least one major event in 08-09. Others noted that given some of the issues in 07-08 a significant event to re-energise the initiative would be appropriate. 
Use of the Compact web site
The Compact web site was established in the launch phase of the Compact and was designed in such a way that the content could be maintained by the facilitating agency. The site has been maintained by DDEP and does contain the Steering Group minutes and other documents generated by Compact activity. DDEP report that they are not convinced that the site is visited very often by Compact members, although it is clear that it is a useful reference point and document repository.
The level of use of the site almost certainly correlates with the level of activity within the Compact and the report writer considers that if the Compact is re-energised then Compact members and member organisations will make more use of this facility. 
Developing the Action Plan

Respondents were not convinced that the Compact’s aims were being addressed by the Action Plan. Examination of the Action Plan (attached to this report as Appendix III) shows that initial attempts had been made to map the actions to the aims of the Compact as described in the Terms of reference. For example the stated aim to: “raise the profile and perceived value of the Public Service Sector making it both a preferred career option and a route to career progression, particularly for under represented groups in the county” is referenced in action ‘A2’ and addressed by the specific action “identify work done by individual partners and share these models with partners”. Similarly action B3 is also transparently addressing a stated aim of the Compact. 

There are however some areas where there is a lack of clarity. Many of the actions are not cross referenced to the stated aims and hence it is not always clear why they have  become ‘objectives’ for Compact working. Also the final columns of the Action Plan grid and the minutes of the Steering Group meetings suggest that the actions are 
either not being implemented or not being monitored. Timescales have not been established and only recently have the Steering Group established who the lead contact is for completing the actions.
If a different structure (featuring sub-groups producing new action plans addressing newly established annual priorities) is agreed then it may be deemed appropriate to abandon the current plan and pick up the unfinished activity within the new work plans.
Section Five - Recommendations

· It is recommended that the Compact secure the commitment of the larger public sector employers within the county to ensure that the benefits of collaborative working are reaped. Specifically, it is recommended that the Compact explore the possibility of deploying a ‘Members Charter’ to encourage high-level commitment from a wider representation of public sector organisations.
· It is recommended that the Terms of Reference are reviewed to acknowledge the changing priorities of the Compact. It is further recommended that the Terms are underpinned by a statement of annual priorities that describe the current aspirations of the Compact.
· It is recommended that the Steering Group is supported by working groups. The Steering Group should take reports from the sub groups and monitor progress. It is recommended that the sub groups are formed to address the current (annual) priorities and that they form and implement action plans to meet the priorities.
· It is recommended that for session 08-09 the Compact engages the services of a facilitating agency that are equipped to make a professional input into the work of the Compact in addition to providing administrative and secretarial support. The Compact to approach the LSC to discuss funding support for such a solution.
· It is recommended that all Compact activity is underpinned by a complete set of documentation that describes transparently the operation of the Compact. It is suggested that such a set of documentation is comprised, as a bare minimum, of: (i) The Terms of Reference; (ii) A Statement of Annual Priorities; (iii) A set of Action Plans and (iv) A Members’ Charter. It is recommended that all documentation is cross referenced so that participants can be re-assured that all activity is thematic with the purpose of the Compact to “to improve the quality of the public services in the county through effective collaborative workforce development and planning” (NB : In order that the Steering Group can consider the possibility of  adopting such a set of documentation, a proposed revised set has been appended as Appendices IX and V to stimulate discussion)
NOTE: It is very likely that to implement all of the above recommendations simultaneously is impractical. A phased implementation could see firstly the adoption of the new terms of reference and annual priorities by the current Steering Group. Then the establishment of the sub groups needed to devise action plans to address the annual priorities. Finally, when the Compact is comfortable with what is being offered, the introduction of the members charter. This final act could be underpinned by a special event to launch the charter.
Chris Donkin 
(May 2008)

Appendix I 
Review of first year of Derbyshire Public Sector Compact

Interim Report to Steering Group – 1st April 2008 

Chris Donkin is working with the Derbyshire LSC, the chair of the Compact Steering Group, the Skills Board of Derbyshire County Council and other relevant stakeholders to carry out a review of the first year of the Derbyshire Public Sector Compact. The remit of the review is to work with partners to set the agenda for the future of the Compact. Specifically this will entail making recommendations around:

· Who to involve and how

· What the revised aims of the Compact should be – and should they be linked explicitly to LSC targets 

· The future role of the facilitating agency – and who that agency should be 

· The potential use of special events to support the aims of the Compact

· The use and development of the Compact web site to inform Compact members and promote Compact activity

· How to develop the action plan to meet Compact aims and encourage sector ownership of the activity.  

It is envisaged that the review report will also contain a proposed revision of the Terms of Reference as an appendix. The review is being carried out during March, April and May of 2008. The report will be submitted to the LSC by the end of May 2008 and the findings will be presented to the June meeting of the Public Sector Compact Steering Group.

During the first month of the review, Chris has met twice with colleagues from the LSC and the Chair of the Compact Steering group to establish the parameters of the review and agree the outputs. During March Chris has attended a dissemination event of the Leicestershire Public Sector Compact to see how activity is approached in a bordering county with a more established Compact in place. Additionally, Chris is the facilitator for the Lincolnshire and Rutland Public Sector Compact and is able to draw on experiences there too. Also in the first month of the review, an email survey of the Steering Group members has been conducted. The feedback from this survey is summarised on Appendix I.
Key messages from the email survey :

·  Steering Group members recognise the potential of the Compact to facilitate effective collaborative working

· There is a perceived lack of focus and direction regarding the operation of the Compact and the implementation of the Action Plan from some respondents. 

· Steering Group members do not feel that the Compact’s activities are meeting the stated aims within the Terms of Reference

· Concerns were expressed relating to the implementation of the action plan. Some overlap with other initiatives was observed and it was noted that the plan was perhaps too ambitious.

· Respondents feel that the Steering Group would benefit from regular attendees and a strong representation from the HR fraternity.

In brief …. From other areas …

Leicestershire

The Leicestershire Compact is supported by Leicestershire and Leicester City Learning Partnership (LLCLP). The LLCLP have a contract with the local LSC which is for a wide ranging set of support activities including support for the Compact. The Chair is of the Steering Group is The Director of Community Safety of the Leicester Fire and Rescue Service. 

The Steering Group are supported by two network groups – Learning & Development  and Recruitment & Retention. These groups make up the action plans with the Steering Group overseeing activity. The Compact has a “Members Charter” and organisations (rather than individuals) sign up to become members. The Compact has been going for two years and they have organised and staged a number of Special Events.

Lincolnshire and Rutland

The Lincolnshire and Rutland Compact is supported by DonkinITEX. The Chair is of the Steering Group is The Chief Executive of East Lindsey District Council. 

The Steering Group are supported by two theme groups – Learning & Development  and Recruitment & Retention. These groups make up the action plans with the Steering Group overseeing activity. The Compact has been going for just over one year. The ‘membership’ is flagged when an individual interacts with the Compact and is added to the distribution list. As a consequence the Compact has over 200 ‘members’. They have organised and staged a number of Special Events which have been well received. These have included: “Work Based Learning for the Public Sector”, “Effective Approaches to E&D Training” and “The Skills Pledge Breakfast Briefing”. These ‘special events’ have all been staged using LID funding from the LSC.

Chris Donkin 

31st March 2008  

Email Survey of Derbyshire Public Sector Compact Steering Group Members (Appendix I to the Interim Report)
The following survey was sent out to the members of the Steering Group:

1 What do you consider has been the most successful aspect of Compact working over the last 12 months ?  

2 What do you consider has been the least successful aspect of Compact working over the last 12 months ? (i.e. what aspects of Compact working do you feel need attention ?) 

3 Do you feel that the Compact's activities are meeting the aims in the Terms of Reference ?  

4 What is your view of the Compact's Action Plan ? ... do you consider that the plan is effectively promoting activity that will meet the aims of the Compact ? ... are there any issues relating to design and implementation of the plan that you feel need attention ? 

5 Who (or which organisations) would you like to involve more actively in the future ? ... and how do you think this could be achieved ?

 6 What support would you like to see from the facilitating agency in the future ? 

===========================================================

A total of 36 emails were sent out. Of these a response was received from 10 people. Of these 3 reported that they did not think it was appropriate to complete the questionnaire as they had not engaged sufficiently with the Compact. Hence 7 completed questionnaires were processed. A summary of the responses is discussed below:

Question 1 - What do you consider has been the most successful aspect of Compact working over the last 12 months ?  

Despite the fact that this question is attempting to elicit a positive response, not all the responses were positive. Positive comments included: 

Networking with HR colleagues
Understanding more about partners’ roles and objectives and identifying common ground. Opportunity to keep up to date with policy developments in other areas that have an impact on my work
Negative replies to this question included:

I find it hard to say anything ‘successful’ and influential has happened
To be honest not sure there have been any.

Question 2 - What do you consider has been the least successful aspect of Compact working over the last 12 months ? (i.e. what aspects of Compact working do you feel need attention ?) 
Replies to this question included:

There have been steering group meetings but not action groups except for one Leadership and Management meeting.
Lack of focus during meetings, unclear vision and very little progress against original aims.  Unclear as to role of participants ie. providers of training services and employers.  I admit to feeling somewhat confused as to the purpose during the meetings I attended.
The least successful has been maintaining momentum with membership.  Every meeting I have been to has seen variations in the representatives from organisations.  Time is spent describing the aims and ambitions of the group. 
I am concerned about the way the group is going and the direction (or lack of).  I do not feel the University understand the issues and felt that it has rather “hijacked” the Compact. I do not think the group were given sufficiently strong support from the local LSC and because of this the main movers and shakers did not engage with it.
Action Plan was too ambitious which made it feel unachievable. However, good progress at the last meeting when the action plan was reviewed so I am feeling more optimistic now.

Meetings are usually moved and/or cancelled which makes regular attendance impossible. The first few events I attended resulted in very little action from most people. Many attendees were providers whose only interest appeared to be in getting more work from other stakeholders and not working together to find solutions or share anything. When contributions/actions were asked for from the group, the same people spoke and offered help. No-one else did so. The brokers were the most silent and did not offer any advice or support, which I thought was their role.
Not the right people (attending) – may have the right organisations but not necessarily those people from HR that would be needed to make it a success. 
 Question 3 - Do you feel that the Compact's activities are meeting the aims in the Terms of Reference ?  
The unanimous response to this question was ‘no’. One responded commented that they were not familiar with the terms of reference with another responded adding that although the Compact's activities were not meeting the aims in the Terms of Reference they considered that the Terms of Reference still hold good.
Question 4 - What is your view of the Compact's Action Plan ? ... do you consider that the plan is effectively promoting activity that will meet the aims of the Compact ? ... are there any issues relating to design and implementation of the plan that you feel need attention ? 
Responses to this question included:

I think it’s a good start but needs focus on some outputs that the compact can deliver on
Stakeholders are already working on these issues. It’s not getting anywhere. Where are the outputs? Where is the communication with Compact members?
At the last meeting the Group discussed the Action Plan and if it was appropriate  /reachable.  Some of the points are already being carried out by organisations in their day to day business.  It was hard to identify how a group could change current practice within these organisations.  I feel that the Group have tended to identify names/organisations against the Action Points without fully understanding how they can be achieved. 
The format has been developed as an adaptation from that of another area.  Personally I have never liked this format (there’s too much of an overlap between recruitment and retention and learning and development) – maybe it has been used in other ways in the other areas.  Probably it ought to spring from action groups and be ratified by the steering group rather than a group of people sitting round discussing actions with no-one seeing it as their responsibility to take them forward.
Question 5 - Who (or which organisations) would you like to involve more actively in the future ? ... and how do you think this could be achieved ?
Replies to this question included:

Employers need to see demonstrable benefits.
I feel that the large Public Sector Employers are not represented – Derbyshire County Council, Police, Fire Service, Health, Local Authorities.  If representatives have attended it has not been the ‘correct’ representatives.  i.e. not the Head/Deputy Head of HR who could make changes and contribute successfully to the group.  The group has GOT to be seen to be making changes and, indeed, has the ‘clout’ to do so.  Not just a group meeting for the sake of meeting.  Until this is achieved, membership will struggle
Sector Skills Councils

More organisations who are not providers and who are willing to work together in true partnerships. 
More HR professional from County and City councils, as well as those from the Districts
Question 6  -  What support would you like to see from the facilitating agency in the future ?
Responses to this question included:

The facilitating agency can only do so much. Some commitment is needed from ALL group members and organisations.
Sharing good practice and successes from other Compacts. Checking that we have the right representation at the right level.

Minutes, updating website, possible e-bulletin, general chasing.

Money to actually realise some of the actions, instead of spending it on meetings where nothing is achieved. A dedicated full time post to work on the actions.
Give the Compact drive and focus attention and activity, ensuring the right people get involved.
Summarised by Chris Donkin 31st March 2008 

Appendix II

TERMS OF REFERENCE OF THE DERBYSHIRE PUBLIC SECTOR COMPACT 

Purpose
The purpose of the Derbyshire Public Sector Compact is to improve the quality of the public services in the county through effective collaborative workforce development and planning
Aims

The Compact aims to:

· bring together public service sector employers in Derby City and Derbyshire, and through collaborative working bring together a wide range of skills, knowledge and experiences in the field of human resources, staff training, learning and development 

· strengthen the skills of Derbyshire’s Public Sector workforce through:-

· the identification of current and emerging major training needs of member organisations.

· the identification of common skills areas to allow training and development programmes to be developed that meet the needs of the Public Sector as a whole.

· responding to unsatisfied skills demands by working together to  seek the bridging of gaps in provision.

· promoting access to recognised and relevant courses and qualifications that are designed to equip public service sector with the necessary skills they need to improve.

· create opportunities for partnership working amongst organisations to improve relationships and collaboration.

· raise the profile and perceived value of the Public Service Sector making it both a preferred career option and a route to career progression, particularly for under represented groups in the county. 

· develop, publicise, promote and celebrate the common aims, priorities and achievements of the Compact.

Mode of Operation

The main methods of operation will be: 

· as a self sustaining Compact managed through a representative Steering Group and to be active through the participation of members in a network of sub groups.  The first groups are likely to include:

· Learning and Development (including Leadership and Management Mentoring and Shadowing).

· Recruitment, Retention and Diversity (including marketing, Apprenticeships, and community engagement).

· working either formally or informally in partnership with other members.  

· supplemented by publicity materials and events to support the delivery of activity and widen the Compact’s membership

· to identify and support areas of Compact activity that lend themselves to regional networking across the East Midlands

The Role of the Steering Group

The Role of the Steering Group is to:

· address the workforce development interests of Compact member organisations in Derby City and Derbyshire

· to review on an annual basis the terms of reference for the Compact

· agree an action plan to reflect the priorities of the Compact and how these will be taken forward

· agree, steer and monitor network groups to produce their own action plans and report back to the Steering Group in a timely and effective way

· inform the planning of events and publicity to support the Compact and develop its membership

· support the effective working of the sub groups

· inform plans for longer term sustainability of the Compact

· promote diversity and new and flexible career opportunities in the public sector

The Membership

All employees of public sector organisations in Derbyshire are eligible to become members.  For this purpose, the LSC National Office definition of public sector is used and covers the following: (i) Social Care, (ii) Prison Service (iii) Police, (iv) Probation Service, (v) Youth Justice Board, (vi) Fire Service, (vii) Ambulance Service, (viii) Health and Blood Service, (ix) Central Government Agencies and Departments, (x) Local Government, (xi) Armed Forces, (xii) Universities, (xiii) Schools, (xiv) Further Education Colleges, (xv) Court Services and (xvi) Children’s Services.

Additionally the Compact will collaborate with other representative groups (e.g. Local Government East Midlands) who may be invited to participate in Compact activity. The LSC are invited to be active members of both the Steering Group and the wider Compact.

The Participation of the Voluntary and Community Sector

Some parts of the Public Sector are heavily dependent on the Voluntary and Community Sector (VCS) to deliver its organisational objectives.   Because of the broad scale of both of these sectors, the Compact will initially only encompass the Public Sector and other groups as defined above and limit the representation of the Voluntary and Community sector at Steering Group level to the participation of DLDC.  In its initial stages, the priority of the Compact is to establish a robust and effective means of delivering its purpose.   If as the Compact develops it becomes appropriate to include other parts of the VCS, it can be considered.

Publicity and Marketing 

A brand for the Derbyshire Public Sector Compact will be developed by the Steering Group and used to promote the concept. Common branding of projects that are running under the Compact umbrella will reinforce the message to stakeholders. Publicity and information material, and websites produced by partners relating to joint Compact projects will follow agreed Compact branding guidelines in order to establish a clear link between projects and the Compact.

Equality and Diversity

In delivering its purpose, members of the Compact agree to promote fair treatment of people, irrespective of their race, colour, religion, political opinions, ethnicity, nationality, disability, transgender, age, sexual orientation, or marital status. 

Appendix III – Current Version of the Action Plan

Derbyshire Public Sector Compact Action Plan

	
	Objectives for the activity
	What will be done
	Outcomes/

Indicators 
	Lead

Monitoring and Evaluation 
	Time

	Costs 

	A1
	Recruitment Retention and Diversity

Identification of the current situation in Derbyshire with regard to PS employment e.g.

· Workforce numbers

· Trends

· Vacancies

· Issues
NB this cross-relates to B1
	Identification and documentation of key and common issues around Recruitment, Retention and Diversity. 
	· Scoped report

· Major Recruitment & Retention issues identified

· Prioritised Action Plan developed based on common issues

· Action plan implemented by sub-group
	Cheryl Roberts/

Jackie Hewlett-Davies
	Will have an an initial outline for the next meeting – see attached arising from discussion
	

	A2
	Recruitment Retention and Diversity

Raise the profile and perceived value of the Public Sector making it both a preferred career option and a route to career progression particularly for under represented groups I think we agreed to looking at existing information but there will need to be some sort of working party in the future to take the actions forward
	Identify existing work done  by individual partners 

E.g. The Ambassadors Scheme (Health and Social Care)

Share these models with partners
	·  X number of shared, improved models developed and used by partners addressing issues raised in A1

· X PS organisations represented at X jobs fairs
	Cheryl Roberts/

Jackie Hewlett-Davies
	
	


	
	Objectives for the activity
	What will be done
	Outcomes/

Indicators 
	Lead

Monitoring and Evaluation 
	Time

	Costs 

	B1
	Learning and Development

Identification the current situation in Derbyshire with regard to PS employee

· Skills levels

This will tie in with A1 – EMB will be a useful contributor
	Identification and documentation of key and common issues around Learning and Development
	· Scoped report

· Training needs identified

· Prioritised Action Plan revised based on common issues

· Action plan implemented by sub-group
	East Midlands Business
	
	

	B2

1.1
	Learning and Development

To ensure all member organisations of the Public Sector Compacts can demonstrate their commitment to the Leitch recommendations on all employees being qualified to Level 2 by 2010


	Mapping current skills level (see above) to identify the extent of the challenge

Identify and promote access to relevant courses/training
	· Strategy developed to allow members to develop awareness raising.
	All Steering Group Members

Steve Morton to lead
	
	

	B2

1.2
	Learning and Development

To ensure that work of organisations who supply services to the Public Sector is thematic with developments within the sector.


	Share good practice across partnership with regard to procurement policies

Identify and promote access to relevant courses/training
	· Awareness raising of the Skills Pledge developed amongst members 
	All Steering Group Members

Steve Morton to lead
	On going
	

	B3
	Learning and Development

Identify common skill areas to allow training and development programmes that meet the needs of the Public Sector as a whole.

Ties in with A1 and A2 and B1.  As detailed in the attachment, the point of gathering information on the sector in the first place is to identify commonalities which can lead to joint activity 
	Common training needs identified through collation of individual TNA
	· Gaps in provision identified and shared with providers and funders

· Development of programmes to meet gaps

· Shared knowledge of development and training opportunities which can be shared
	East Midlands Business
	
	

	B4
	Learning and Development

Increased use and achievement of apprenticeships in the Public Sector
	Case studies identified 

Feasibility of using apprenticeships explored

Barrier and solutions identified

in Regional Skills project
	· Mapping of current level of use in Derbyshire

· Agree percentage increase where appropriate
	Peter Jessop

Derbys
Network
	
	

	B5
	Learning and Development

Leadership & Management Development 
	 Sharing of information and resources/facilities.  Opportunities for Partners to work together through Compact Sub-Group
	· Use of East Midlands Public Sector Compact website to signpost people to Leadership & Management – Development Strategies/Gaps/

Solutions
	Sub-Group

Named lead?
	
	


	
	Objectives for the activity
	What will be done
	Outcomes/

Indicators 
	Lead

Monitoring and Evaluation 
	Times

	Costs 

	C1
	Promotion of the PS Compact

Promote partnership working within the public sector
	Action Plan agreed

Sub groups to prioritise action plan

“e-bulletin” to be produced bi-monthly to include information about funding opportunities 

Profiles of potential projects to address local employment needs and development issues prepared
	· Agreement and implementation action plan

· Report to Steering Group

· “e-bulletin” produced and circulated

· X number of bids made through partnership when funding opportunities arrive
	Steering Group Members

Steering Group Members

Named lead?Steering Group

Members

Steering Group Members
	
	


Appendix IV – A Possible new (revised) Terms of Reference
Possible Revision of the 

TERMS OF REFERENCE : DERBYSHIRE PUBLIC SECTOR COMPACT 
Possible amendments shown in red

Purpose
The purpose of the Derbyshire Public Sector Compact is to improve the quality of the public services in the county through effective collaborative workforce development and planning
Aims

The Compact aims to: (aims are now numbered for cross referencing)
1. bring together public service sector employers in Derby City and Derbyshire, and through collaborative working bring together a wide range of skills, knowledge and experiences in the field of human resources, staff training, learning and development 

2. strengthen the skills of Derbyshire’s Public Sector workforce through:-

2.1. the identification of current and emerging major training needs of member organisations.

2.2. the identification of common skills areas to allow training and development programmes to be developed that meet the needs of the Public Sector as a whole.

2.3. responding to unsatisfied skills demands by working together to  seek the bridging of gaps in provision.

2.4. promoting access to recognised and relevant courses and qualifications that are designed to equip public service sector with the necessary skills they need to improve.

3. create opportunities for partnership working amongst organisations to improve relationships and collaboration.

4. raise the profile and perceived value of the Public Service Sector making it both a preferred career option and a route to career progression, particularly for under represented groups in the county. 

5. develop, publicise, promote and celebrate the common aims, priorities and achievements of the Compact.

Mode of Operation

The main methods of operation will be: 

· as a self sustaining Compact managed through a representative Steering Group and to be active through the participation of member organisations  in a network of sub groups.  The groups will be formed as ‘task and finish’ groups to address the annual priorities of the Compact.
· working either formally or informally in partnership with representatives of member organisations.  

· supplemented by publicity materials and events to support the delivery of activity and widen the Compact’s membership

· to identify and support areas of Compact activity that lend themselves to regional networking across the East Midlands

The Role of the Steering Group

The Role of the Steering Group is to:

· address the workforce development interests of Compact member organisations in Derby City and Derbyshire

· to review on an annual basis the terms of reference for the Compact

· agree an action plan to reflect the priorities of the Compact and how these will be taken forward

· agree, steer and monitor network groups to produce their own action plans and report back to the Steering Group in a timely and effective way

· inform the planning of events and publicity to support the Compact and develop its membership

· support the effective working of the sub groups

· inform plans for longer term sustainability of the Compact

· promote diversity and new and flexible career opportunities in the public sector

The Membership

The Compact be constituted by member organisations. The members charter will seek to outline specific commitments that Public Service Compact members have agreed to sign up to and support. By signing up to this Charter, members agree to work in partnership in order to implement the aims of the Compact by addressing the annual priorities.

In order to ensure that this the charter is a meaningful agreement and that it is a charter for change, Public Service organisations are requested to secure the formal endorsement from their non - executive management committees and boards. Each Public Service organisation will be asked to confirm that they adhere to, support and will actively participate and commit to, working towards realising the vision, mission and core principles of the Compact.

All employees of public sector organisations in Derbyshire are eligible to become associate  members of the Compact.  For this purpose, the LSC National Office definition of public sector is used and covers the following: (i) Social Care, (ii) Prison Service (iii) Police, (iv) Probation Service, (v) Youth Justice Board, (vi) Fire Service, (vii) Ambulance Service, (viii) Health and Blood Service, (ix) Central Government Agencies and Departments, (x) Local Government, (xi) Armed Forces, (xii) Universities, (xiii) Schools, (xiv) Further Education Colleges, (xv) Court Services and (xvi) Children’s Services.

Additionally the Compact will collaborate with other representative groups (e.g. Local Government East Midlands) who may be invited to participate in Compact activity. The LSC are invited to be active members of both the Steering Group and the wider Compact.

The Participation of the Voluntary and Community Sector

Some parts of the Public Sector are heavily dependent on the Voluntary and Community Sector (VCS) to deliver its organisational objectives.   Because of the broad scale of both of these sectors, the Compact will initially only encompass the Public Sector and other groups as defined above and limit the representation of the Voluntary and Community sector at Steering Group level to the participation of DLDC.  In its initial stages, the priority of the Compact is to establish a robust and effective means of delivering its purpose.   If as the Compact develops it becomes appropriate to include other parts of the VCS, it can be considered.

Publicity and Marketing 

A brand for the Derbyshire Public Sector Compact will be developed by the Steering Group and used to promote the concept. Common branding of projects that are running under the Compact umbrella will reinforce the message to stakeholders. Publicity and information material, and websites produced by partners relating to joint Compact projects will follow agreed Compact branding guidelines in order to establish a clear link between projects and the Compact.

Equality and Diversity

In delivering its purpose, members of the Compact agree to promote fair treatment of people, irrespective of their race, colour, religion, political opinions, ethnicity, nationality, disability, transgender, age, sexual orientation, or marital status. 
Appendix V – A proposed members charter

Derbyshire Compact Charter

PUBLIC SECTOR COMPACT - MEMBERS CHARTER: 2008-2010

Our purpose is to to improve the quality of the public services in the county through effective collaborative workforce development and planning

Established in 2007, the Public Sector Compact is committed to realising the following aims: 

6. bring together public service sector employers in Derby City and Derbyshire, and through collaborative working bring together a wide range of skills, knowledge and experiences in the field of human resources, staff training, learning and development 

7. strengthen the skills of Derbyshire’s Public Sector workforce through:-

7.1. the identification of current and emerging major training needs of member organisations.

7.2. the identification of common skills areas to allow training and development programmes to be developed that meet the needs of the Public Sector as a whole.

7.3. responding to unsatisfied skills demands by working together to  seek the bridging of gaps in provision.

7.4. promoting access to recognised and relevant courses and qualifications that are designed to equip public service sector with the necessary skills they need to improve.

8. create opportunities for partnership working amongst organisations to improve relationships and collaboration.

9. raise the profile and perceived value of the Public Service Sector making it both a preferred career option and a route to career progression, particularly for under represented groups in the county. 

10. develop, publicise, promote and celebrate the common aims, priorities and achievements of the Compact.

PUBLIC SECTOR COMPACT MEMBERS CHARTER: A CHARTER FOR CHANGE 

This charter outlines specific commitments that Public Sector Compact members have agreed to sign up to and support. By signing up to this Charter, members agree to work in partnership in order to effectively develop and share good practice that can be integrated into the day to day practices of individual organisations.

In order to ensure that this is a meaningful agreement and that it is a charter for change, Public Sector organisations are requested to secure the formal endorsement from their non - executive management committees and boards. Each Public Sector organisation will be asked to confirm that they adhere to, support and will actively participate and commit to, working towards realising the vision, mission and core principles of the Compact.

FROM COMMITMENT TO IMPLEMENTATION: A PARTNERSHIP APPROACH

To ensure the successful implementation of the PSC Charter, a Public Sector Compact Statement of Annual Priorities will detail the activities to be taken forward collectively by the membership in collaboration. See also the Terms of Reference for the Compact.
 

Membership: 

· The membership of the Steering Group and the sub groups will need to ensure that a balance is achieved between the diversity of participation, size of different sector interests, geography and ensuring availability of knowledge and resources to ensure the Compact delivers its objectives as outlined within its Annual Priorities.
· A pre-requisite to membership of the Steering Group is the organisation’s formal, written commitment to the key principles of the Compact. 

· Members from the participating organisations should be from the Senior Executive Team or their nominated deputies and should be able to contribute to the strategic discussions of the Steering Group and the Sub Groups. 

· Membership will be for a minimum period of 12 months and members or their nominated deputies will be expected to attend a minimum of 2 meetings per year. 
ANNEXE 1 – Statement of Annual Priorities for 2008-09

	Annual Priority
	Reference (Aims)
	Comments

	To encourage sector organisations in Derbyshire to sign up to the Skills Pledge.


	2.1, 2.2, 2.3 and 2.4
	This priority has the potential to address issues around identification of current and emerging training needs of the sector.

	To increase the number of apprentices employed within the public sector in Derbyshire


	2.1, 2.3, 2.4 and 4
	In addition to having the potential to address issues around identification of current and emerging training needs, this priority could also partially address common ‘succession planning’ issues within the sector.

	To organise and deliver a series of Good Practice Events to ensure that through collaborative working we bring together a wide range of skills, knowledge and experiences in the field of human resources, staff training, learning and development.


	1, 3, 4 and 5
	Arguably central to the work of the Compact and a vehicle for ensuring collaborative working.
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