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1. The Management of delivery

How should the NTS be managed at the county level in future?
Many County Training Partnerships (CTPs) have worked hard to deliver training and make the model work but in a variety of different ways. The phrase “one size does not fit all” was frequently used. 
In the beginning there was money available but in the foreseeable future Government funding looks unlikely. However whether there is funding or not CTPs should be independent and not led by one organisation (such as the CALC in many cases). If funding is available the money could be seen as going straight to the association as has been the case in some areas where there has been a breakdown in the relationship between the association and branch; if in a situation like this the CTP was fully autonomous and independent body, legally bound to deliver training any problems would not affect how the money was directed. But whatever the model it needs to be financially self supporting.
In contrast others felt that local partnerships must do what suits them and should not have a model imposed on them nor should they be funnelled in a certain way which could be limiting given local relationships and politics. In the same way it should be up to each CTP to make its own decisions including outside trainers. In this way it was accepted that the term ‘training partnership’ meant different things in different places and that flexibility in any overarching strategy was needed to embrace the diversity. Providing the need for flexibility was reflected then the majority were happy to accept the current model of partners working together to deliver training under the title of a CTP generally worked and to impose a set of criteria to define it (if one was in place or not) was too limiting.
However in other areas there were examples of how all parties have been able to develop a fully functioning training partnership, led by associations but with full SLCC branch influence and participation and each organisation having an equal stake and part to play. One regional partnership spans four counties geographically but it has taken a lot of hard work to make it effective and sustainable. It works because all parties have a mutual respect for each other and cards were laid on the table early on with no hidden agendas.  A clear definition of who does what has been agreed and is reviewed through regular partnership meetings. This was acknowledged as being the closest to the originally intended CTP model and an example of where one organisation can be a lead body but not to the detriment of other partner’s interests and influence.
Some viewed the opinion that all CTPs were “association dominated” as being not reflective of their local training delivery for different reasons. In some areas the association is delivering all the training and the branch is “quiet” in this respect. There are no tensions over this; in fact there is harmony in the relationship. This works in this locality, if a model was made mandatory and imposed on them it would cause problems. 

Further positive case studies of well functioning training partnerships were offered with examples of close working between association and branch, principal authority and Rural Community Council (RCC). Sustainability was stated as a key driver for local training delivery with income from training being very important. Consistency was also stated as being vital for the quality of training to be the same across different areas and trainers.
Some felt that a weakness of the CTP model was many partners only wanted to be involved if there was something in it for them, namely financial benefits. It was acknowledged that when government funding was in place partners and organisations wanted to be involved but now it was difficult in some areas to keep interest. In contrast others disagreed and their partnership flourishing was evidence that it was possible to make it work and to create a strong partnership over time if there was a collective commitment to make it happen.
Further discussions around how training was being pitched or marketed took place with some stating problems where councils do not have email and that using different words as opposed to training had been quite effective at getting people to their events (especially councillors).
There was a suggestion that further discussion around the CTP model might be useful in order to continue to share best practice and ideas as to better ways of working. In this was the focus group model of discussion appeared popular as a mechanism for partnerships to talk freely about how things are working in their locality
To summarise the discussions it was felt strongly that the new strategy should not impose a structure on any area but should incorporate some level of local and national level steerage on approaches to training. However the majority agreed that a partnership model of some kind was to be encouraged and that the new strategy should support the current partnership model “If its not broke, why try to fix it” analogy was used here. However in the context of CTPs the new strategy did need to support variety and be flexible to recognise the breadth of working practices nationally. There was agreement that the current way national briefings, initiatives and projects worked well through the CTP structure and that CTPs under the current model should be supported and encouraged but perhaps not enforced.
A key ethos should be to not to lose sight of giving people what they want and need in training and reaching remote parishes raising the profile of training and why they might need it. Where there are sensitivities and training is something new it must be pitched correctly to suit the area; the new strategy should keep this in mind and again recognise that ‘one size does not always fit all’. Through collective communication and the sharing of best practice a common approach that is flexible to local needs could be worked towards.
2. Content and delivery

What training tools are required to ensure the quality and consistency of the training message and training delivery?

Online training was immediately raised as having major advantages and a medium of training that should be developed further. People can complete it in their own time.  Smaller councils in rural areas find it difficult to attend meetings but home working would work well. CiLCA could also be developed to include an online version and potentially submitted. It was stated that CiLCA was in need of a review but noted a review had taken place in 2008. If the products are good people will be attracted to them. One CTP has trialled online learning which used a log in a password system.
Using DVDs as a method of training another method of training; it is something that can be done in your own home much like online training and could be a shared resource with good practice case studies and training modules being accessed - a way of exploring good practice in a visual format perhaps. 
In contrast others felt that the interaction experienced at group training events should not be lost and a ‘blend’ of training mediums was needed in order to cater for all styles and access to technology and that meeting and talking to others at training courses works just as well as on-line training. There is a value in coming round a table to have discussions about things.  Room has to be made for both on-line training and face-to-face training.

There are great training products that already exist but you need to go to a course to see how good and beneficial they are before you can sell them to others.

Discussion moved on to whether training could be split into smaller sections so that you can complete them and bolt them onto one another.  Could the new strategy have small units of training with a unity of course material and a shopping list of training? It was noted that the councillor packs do already adopt this approach so this could be seen as a useful format for training materials.

Compulsory training is difficult to tackle; one method for clerks which is already used in some cases is a line in a new contract for a clerk. On councillors suggestions ranged from they should be told they are going on training or incorporate it into a council meeting agenda not telling them that training will take place although it was noted that this could extend the length of the meeting beyond what is reasonable. 
It is much easier to get new councillors and clerks to get training, rather than trying to persuade existing councillors and clerks who have been in post or in the role a long time, this linked to some not liking the term “training”. When new people arrive it is the best time to talk to them about training.

The biggest contributor to people leaving a job in the early stages is because of a poor induction, if some level of induction training could be made compulsory this would help address turnover rates for clerks and keep new councillors in their roles longer.
One training partnership had a debate on whether training should be compulsory at a regional conference.  The majority of the conference did not want compulsory training as it was felt that goodwill is lost if compulsory training is imposed. People need to want to come, when you enforce something you lose the motivation to participate and get something out of it.
In contrast there were strong views in that if development and professionalism are to progress in this sector then training has to take place.  Councillors should have a duty to be trained in order to understand their role. The issue is how can trainers make them attend and complete training if it is not compulsory?

With regards to the training of trainers it was felt that there is a limited pool of trainers and effort needs to be made in keeping trainers already in place.  This isn’t normal in a commercial environment. Events where trainers could come together to learn fromone another would be a good thing to encourage.

To summarise there is a lot of good training tools already out there, they just need to be utilised and promoted in the right way. Some development is needed to make some products more accessible or presented in different ways to appeal to a wider audience and lifestyles. Online or computer based training should be developed further but in parallel with face to face products. There were mixed views with regards compulsory training with the majority not being in favour overall. The idea of catching people when they are new, giving them enthusiasm when they first start in their roles was seen as important. The Good Councillors Guide is a good reference manual for people to look at when they go to a training event.  An updated copy would be helpful.

Topic 3
Funding
How can the NTS, CiLCA, training and bursary scheme are financed, given that there is unlikely to be future funding from Government?
There was a variety of views in the room. One view held was that councils themselves should precept effectively to budget for training and take responsibility for the training of their employees and members. Local councils have the power to raise money through precept. This moved discussions from how national initiatives could be financed to more local issues around councils budgeting for training attendance. However it did lead to the idea of a training fund or ‘pot’ that councils could pay into. Others were in conflict with this and considered that councils and county associations already pay NALC affiliation fees and effectively pay NALC to exist. The funds for training to support such a pot should be raised equally from fees already being paid.
Training must not only be self sustaining but profitable. The sector needs to consider where it is trying to pitch itself in the market place and the price and quality of training has to match up to and be competitive with others in that commercial marketplace. As it is a commercial arena if CTPs or CALCs do not offer training the other organisations including private trainers will. Examples of when council have and have not invested in training could be shared to promote the investment.
When asked what range of fees were being charged for training there was a vast difference in structure and finance. Training fees ranged from nothing at all to hundreds of pounds with discounted rates for bulk attendance and different combinations of events and courses (these have not been recorded as part of this document as it was purely used to highlight the diversity of charges). The majority in the room felt that councils should pay for training as it would be seen as more of an investment especially with regards to CiLCA. A reasonable fee would also mean that trainers could be paid which would raise the professionalism among trainers.
Bids for other funds should be researched and applied for. This includes any central government monies but also regional funds. CTPs should be able to bid for all available funds. An additional view linked to delivery mechanisms was that the bigger CTPs might be at an advantage when bidding for training as being larger there would be greater resources available to complete bids and potentially larger funds obtainable.
To summarise there was general agreement that training is a commercial area and should be managed and marketed as such. There should be fees paid to attend training but the question of who should pay posed further questions for consideration.

Topic 4
Qualification and career development
Is it necessary to improve the current qualifications and CPD structure for clerks and if so, how?

Discussions centred on CiLCA and concerns around the pass rates and consistency. The evidence which is needed to pass some sections can change and it is difficult to keep up with the subtle and at times pedantic marking which appears to take place. It is apparently getting harder to persuade people to undertake the qualification. A first time pass rate of 27% was mentioned but this was clarified as being 33% nationally. Due to the perceived low pass rate clerks are discouraged from doing CiLCA through fear of failing. This was balanced by the view that this was natural given that for many it is the first qualification they may be undertaking for some time.
Other comments on the current CiLCA included:
· Completing the guide all at once and putting it in to get it marked doesn’t work.  Completing sections and then getting it marked would work better.
· 200 word limit was intimidating for the clerk completing it.
· The problem with CiLCA is that it isn’t about assessing the quality of clerks itself its more about the portfolio guide and knowing how to put the portfolio together.
· There needs to be greater flexibility in the assessment.
· Portfolios could be marked section by section; this gives candidates a better chance to look at how they are doing.  

Despite there having been a review and revision of CiLCA in 2008 the problems around consistency and quality persist and therefore a new look at the qualification is required. NVQs should be looked at and recognition as part of the government’s framework should be researched. There was some discussion around where CiLCA would sit in the framework and how the qualification would be judged but given that this detail would be thoroughly researched prior to any action the group were in favour of looking at the options.

In summary whilst there was criticism on the qualification there was strong support for looking at how CiLCA might fit into the government’s framework as this may be a positive mechanism to address some of the problems discussed.
Neither the University of Gloucestershire course nor the CPD scheme were discussed due to time constraints.
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