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INTRODUCTION

Background

The work undertaken by the contractor, Urban Challenge, was framed by two objectives:

1. Over-riding object of the Capacity Building Infrastructure Strategy (CBIS) programme to improve the way the community and voluntary sector infrastructure provides services within the context of long term sustainable funding
2. to develop a Service Delivery Model for provision of training and development opportunities to community and voluntary sector groups
The Lincolnshire Voluntary Sector Consortium was formed from existing/emerging structures, in response to the need for a voluntary sector infrastructure driven framework to respond to the development issues and actions required from the Capacity Building Infrastructure Strategy.

From February to September 2004, the consortium has been involved with the ‘early spend’ process of CBIS, which has included Exemplar projects.

The need to identify an appropriate mechanism for the facilitation/delivery of training and development opportunities to the sector was designated as an Exemplar project and Urban Challenge tendered for the work within the approved guidelines from the consortium.

Urban Challenge is a community and voluntary sector infrastructure organisation, operating in Lincoln. The work undertaken includes: classic CVS service delivery (Urban Challenge is an associate member of NACVS); community economic development; social enterprise support; healthy living project; Food Co-operatives; Community Empowerment Network for the Lincoln Local Strategic Partnership; Volunteer Bureau.

The Chief Executive of Urban Challenge is a council member of the Lincolnshire and Rutland Learning and Skills Council, so the threads of learning, training and skills development permeate throughout the organisations core activity.

Scope of the Project

As mentioned above, the Exemplar project involved identifying a model of service delivery for training and development in the community and voluntary sector. Training and development as a terms are interchangeable with other terms: learning; skills development; organisational development; progression. One of the ‘sticking points’ for promoting and enabling skills development in the sector is that if you only use the word ‘training’, you are in danger of excluding a section of beneficiaries who see the terminology and concept of formal training as not for them, for whatever reason.

Training and development as a concept needs to go beyond our traditional interpretation, and this is the basis from which this project research/recommendations have been delivered.

There are four target audiences for training and skills development:

· Management Committees/Management structures
· Paid staff
· Volunteers
· Organisations
There are overlaps in terms of generic skills that different parts share – for example paid managers and the management structure both need to be aware of employment law; paid staff and volunteers often need to have health and safety awareness etc.

This Exemplar project has not gone beyond its remit of a model of service delivery of training and development for the sector. It has not investigated the opportunities for the sector to become a statutorily funded deliverer of training and development (e.g. umbrella contractual relationships with the LSC as an approved provider). This is further work that needs to be recognised and undertaken within an appropriate structure.

The project has also concentrated on the generic skills development and training issues associated with the sector, and has steered away from issues which can only be addressed through specialist infrastructure organisations, such as those that deal with children and young people (e.g. Child Protection); disabled clients (e.g. DDA); older people (e.g. Care Standards).

Methodology

The following actions were undertaken to formulate the research and test out its findings:

· Formation of a reference group to request support, direction and input into the formulation of the report and to offer comments on the draft final report. Members of this reference group include: the VELO steering group tasked with moving the Learning and Skills Consortium forward; Connexions; Lincolnshire Development; Voluntary Sector Training Provider; Lincolnshire and Rutland LSC; LAPD; Lincoln YMCA; Lincoln Cathedral Education Outreach

· Assessment of relevant strategies (existing and proposed)

· Identification of other Voluntary Sector Learning and Skills Consortia in the region, identifying best practice

· Identification of how training and development is currently delivered to the sector – how, who, where, how much etc

· Assessment of sector specific opportunities

· Identification of core training and development needs, based on work done in the sector in terms of training needs analyses

· Identification of quality standards models that can readily be accessed by the sector to support organisational development

· Rationalisation of how training and development should be delivered to enable an effective and sustainable approach

· Identification of funding sources that could support implementation

STRATEGIC CONTEXT

This section identifies the key strategic frameworks and/or developments which contextualise the delivery of training and development within and to the community and voluntary sector.

Lincolnshire and Rutland Learning and Skills Council (LSC)

The LSC has a critical role in the formal upskilling of the workforce in Lincolnshire, including the paid and volunteering workforce in the cv sector. 

The focus has traditionally been on formal/vocational progression, but the LSC has a local discretionary budget, which has been accessed by the sector to deliver skills development to clients, as opposed to the ‘workforce’. 

The LSC, through committed funding, initiated the work towards a Voluntary Sector Learning and Skills Consortium and continues to remain committed to supported skills development in the sector. 

The widening participation strategy affords a significant opportunity for the sector to become involved in mainstream LSC activity.

Working Together – A Strategy for the Voluntary and Community Sector and the Learning and Skills Council

The strategy was launched by the National LSC in May 2004, with 6 main aims to rationalise and formalise operational relations with the community and voluntary sector:

1. change existing relationships with the sector and use its contribution to improve access and improve the range and quality of education/training on offer

2. identify ways to use mainstream LSC funding for skills development in the sector

3. create mutual, equal partnerships

4. rationalise and equalise engagement with the sector

5. joint implementation of strategy

6. demonstrate the LSC’s commitment to the implementation of the Compact and to the recommendations from the cross cutting review that lead to CBIS/ChangeUp

One significant advantage that the sector has in terms of access and delivery, is that the sector is well placed to advance diversity and equality. The sector has many component parts which through structured relations, would support the LSC to implement its diversity agenda.

The strategy advocates a four-fold relationship with the sector (although it is acknowledged that these will not be universally applied to all members of the sector), and the areas for development/consolidation within these:

Sector as providers of education/training:

· the sector is client-centred and the LSC has the emphasis on ‘learner first’ which are congruent approaches

· the cross cutting review recognises the need for ‘full cost recovery’ to be built into delivery costs

· contracting with the sector needs to be realistic to the requirements of the LSC, but in the context of the quality delivery and not restrictive bureaucracy

· capacity needs to be built in the sector to work within the LSC administrative/contracting systems

· the capacity of LSC staff to work with the sector needs to be built

· the sector could be used to deliver training to LSC staff on sector specific issues and/or approaches to diversity

Sector as employers

· the sector has a crucial role to play in supporting and engaging in workforce development strategy and action

· it identifies through external survey, the top 12 skills gaps in the sector: planning and organising; problem solving; team working; strategic use of ICT; project development and management; written communication skills; strategic/business planning; basic computer literacy; oral communication; leadership skills; customer handling; delivery/negotiation of contracts

· the sector needs to benefit from workforce development plans

Sector as a source of expertise and intelligence for planning

· need to involve the sector in Strategic Area Reviews

· use the sector in a consultancy capacity

Sector as a channel for networking and communication

· through networks, use the sector to champion learning and skills development

· deliver outreach publicity and activity through the sector

· ensure sectoral engagement in and contact with the LSC

Prior to the publication of the strategy, consultation in Lincolnshire involved a session in early 2004, with the LSC and representatives from 30 invited sectoral organisations. The session lead to some informal work with the LSC to explore the issues and recommendations made by the strategy. Feedback from this work includes:

· recognition that the sector does not have the capacity to manage large schemes/contracts and the LSC does not have the resources to manage large numbers of small contracts. Ways to address this are being looked into e.g. umbrella contracting

· potential to expect more mapping of the sector, as the LSC would not be able to appropriately implement development until it was aware of where gaps exist

Lincolnshire and Rutland Learning Partnership (LRLP)

With a countywide steering group and 10 Local Learning Partnerships, the mandate for the LRLP is to co-ordinate the work and strategy that remained after the radical change in terms of over viewing training, from Training and Enterprise Councils to Learning and Skills Councils.

The vision is ‘to capture the collective strength of all Lincolnshire and Rutland Learning Partners, together with their views of the learners and potential learners, in order to enhance the availability, accessibility, development and delivery of effective and high quality learning opportunities, leading to economic, educational and cultural benefits to all.

The countywide structure is funded through the LSC and each Local Learning Partnership has access to a small ‘Action Element’ budget to deliver pilot or innovative programmes based on the needs of their local areas.

The LRLP is involved with the delivery of larger programmes, funded through streams such as ESF; Learning in Deprived Communities; ‘Aim Higher’ and the Local Intervention and Development Fund (LID).

Lincolnshire Enterprise

Operating as the sub-regional strategic partnership, Lincolnshire Enterprise has the overview for the economic development of Lincolnshire.

The exact economic contribution made by the community and voluntary sector in Lincolnshire is not known, but Lincolnshire Enterprise are exploring ways in which it can work more closely with the sector to recognise and promote this contribution. One of the themes that is pertinent is skills development/training.

Lincolnshire Voluntary Sector Consortium/Capacity Building Infrastructure Strategy/ChangeUp

This research work is being done on behalf of the Consortium, as an Exemplar project within the ‘early spend’ element of the CBIS programme.

CBIS and ChangeUp are strategies to develop sustainable community and voluntary sector infrastructure in terms of quality services and funding relationships.

Training and development is a function that infrastructure organisations can and/or do deliver to front line groups/organisations.

ENGAGE East Midlands/Tomorrow’s People

The draft Tomorrow’s People document is currently out for consultation by the sector and should be finalised in the Autumn. The work, which is subtitled ‘Improving the skills of the Voluntary and Community Sector in the East Midlands’ was undertaken by Jennie Jordan and Frances Newbury, commissioned through ENGAGE East Midlands.

The following information is from sections in the draft report and is entirely attributable to the authors.

The components of Workforce Development are defined as: 

· staff development and training

· accurate and appropriate job descriptions

· induction training

· supervision

· appraisal

· coping with change

· mentoring

· on the job training

· team building

· staff meetings

· sharing skills

· on going support at all levels

· new training that leads to promotion

· improving systems and planning for staff development

· training needs analysis

· develop as a learning organisation

· strategy development/workforce development plans

· responding to training needs analysis

· organisational quality marks

· personal development and training

· management and organisational training

· growth in confidence in staff and volunteers

With reference to ‘A Skills Strategy for the Voluntary and Community Sector’ 2004 VSNTO, the authors cite a range of issues that affect skills development in the sector:

· national skills gaps in: management, leadership and ICT; occupationally specific skills for care, conservation; sector specific skills such as fundraising/managing volunteers and soft skills such as customer care

· smaller organisations are trying to recruit multi skilled staff – often unrealistically

· lack of time to be able to undertake training

· most funding does not cover the costs of learning and development

· lack of suitable training of appropriate quality, times venues etc

· lack of knowledge and resources to plan and access different approaches to skills development

· inefficient training undertaken due to resource and time constraints

· increasing demands on sector by Government through service delivery plans/policies that impact on new skills to be learnt

· geographic access and poor \ICT provision

· volunteer training may result in movement into employment which has a subsequent effect on the organisations resources

· lack of leadership skills to move the sector forward

The authors identify the national, regional and local context for skills development in the sector and identify the key structures: Voluntary Sector National Training Organisation (VSNTO); ENGAGE; Learning and Skills Councils; Framework for Regional Employment and Skills Action (FRESA); and county Learning and Skills Consortia.

According to the draft report, the issues that impact on skills and workforce development, at national level and reflected acutely at the local level include:

· the need for planning

· specific skills gaps – Health and safety, ICT, management, first aid, partnership working etc

· inadequate appraisal and supervision

· lack of management skills and professionalisation of the sector

· impact that short term funding has on job security and the longer term career development opportunities

· lack of skilled trustees

· inappropriate training being accessed linked to inappropriate personnel management

· expensive provision

· lack of time to go on courses and difficulty getting courses

· underdeveloped relationships with the Learning and Skills Councils

· funding geared towards specific project and not to ongoing workforce development

· inadequate records of learning and practice

· lack of knowledge about what training is actually available

The authors make a range of recommendations for inclusion in a Regional Workforce Development Strategy and identify key actions that need to be undertaken to progress skills development. These include:

· training needs analysis

· quality standards – IiP, PQASSO

· management skills programmes – utilise existing provision and accredit bespoke training

· work on ‘content’ management skills not just leadership

· alternative methods of learning: coaching; mentoring; shadowing; action learning; secondments; buddying; cascading

· sector specific accreditation

· trustee development

· lobbying funders to be able to build in training and development costs

· develop better understanding of statutory organisations whose remit is learning/training/development and promote value of sector to them

· more information on training opportunities

· affordable local training, linked to networking or other events

· backfilling for people accessing training

· county Workforce Development Adviser

· communicate the value of learning and skills development

· develop methods to track learning

· proformas to record best practice

· articles in infrastructure newsletters

· training diary

· umbrella contractors

REGIONAL VOLUNTARTY SECTOR LEARNING AND SKILLS CONSORTIA

Different approaches have been developed across the region, with Learning and Skills Consortia structured and delivered in distinctly different ways in response to their identified sectoral needs.

In Lincolnshire, a Voluntary Sector Learning and Skills Consortium steering group was established in 2002 to take forward the development of our own consortium. External resources were accessed through ENGAGE and the Lincolnshire and Rutland Learning and Skills Council to utilise a consultant to develop a model. The VELO proposals emerged in autumn 2003, but were not taken forward at that stage. The steering group met in early 2004 and a brief consultation paper was distributed to 1000 sectoral groups/organisation in the county to request opinion on the aims of and the most appropriate structure to take forward learning and skills development in the sector.

There was general agreement on the aims:

· Promotion and Influence – of the sector to the Learning and Skills council and the promotion of the learning/skills agenda to the sector

· Access – creating local delivery, accessing bursary funds etc

· Capacity – building the capacity of the sector through learning and training and building the capacity of organisations to be able to deliver on their core business and potentially on the Learning and Skills Council agenda

· Collaboration – sharing our training opportunities, our knowledge, developing partnership projects or methods of delivering, creating internal markets

· Research and Development – finding out what already exists, what our needs are, what gaps in provision are and doing something about plugging these gaps

· Ownership – the consortium will be for the sector, delivered by the sector and its shape and function determined by the sector

The following table outlines the percentages of respondents opinions on how to structure the work:

	New Organisation
	Existing Organisation
	Delivery within CBIS
	Other – statutory sector; entire sector

	18%
	37%
	27%
	18%


Derby Learning and Development Consortium

The Consortium has been established to support the training and development of workers and clients of the voluntary sector in Derbyshire.

The Consortiums full members are made up of the local Volunteer Bureau’s, CVS’s and Community Councils, Voluntary or Community groups that deliver, or plan to deliver opportunities may also become associate members of the Consortium. 

Full and associate members of the Consortium can deliver a wide range of training choosing from over 150 accredited courses developed specifically for the Voluntary sector. The Consortium is accredited by the Open College Network and can also offer help with Training Needs Analysis, Development Planning and can advise Voluntary Sector organisations about the Investors in People and PQASSO standards. 

The Consortium is not yet constituted and therefore still a project of Derby CVS.

Derby CVS received funding from the Local Initiative Fund to set up the consortium and ESF Co-financing funding has also been received to deliver learning in the sector.

The Consortium employs six members of staff who are based at the Consortiums new office in Derby.

Leicestershire Voluntary Sector Learning Consortium

Leicestershire Voluntary Sector Learning Consortium is co-ordinated by CVS Community Partnerships (CCP) and meets every 2-3 months to discuss learning and skills issues. 

The Consortium is looking to become a provider of learning and skills for the LSC on behalf of the sector and to sub-contract to smaller community and voluntary organisations, this is in the process of development.

Nottingham and Nottinghamshire Voluntary and Community Sector Learning and Skills Consortium - Enable
Nottingham and Nottinghamshire Voluntary and Community Sector Learning and Skills Consortium was established to enable voluntary and community organisations to effectively engage in the development and delivery of the local learning and skills agenda.

The Consortium is a Company Limited by Guarantee and has recently applied for Charitable status. There are over 300 members made up of voluntary and community organisations with an interest in the provision of learning and skills, and is run by an all en-compassing board of trustees which also consists of a member of each of the 8 local authority districts (eg Local CVS). 

The Consortium has quarterly general Managers meetings and various ‘Working Groups’ that focus on specific areas of learning and skills.

Funding for the Consortium was originally from the LSC Local Initiative Fund for a worker and premises, and they now have ESF Co-financing funding for capacity building initiatives. 

The Consortium are involved with a wide range of partnerships with the aim of supporting the effective engagement of the voluntary and community sector.

Rutland Learning and Skills Consortium

The Consortium is a sub group of the Lincolnshire and Rutland Learning Partnership and is currently being re constituted as part of the Local Strategic Partnership.

CURRENT OPPORTUNITIES REGARDING TRAINING AND DEVELOPMENT

This section gives an overview of the types of training/learning opportunities available to the sector.

It does not cover the range of opportunities being delivered and/or facilitated through the local generic infrastructure, as time has not allowed a complete assessment. This element of infrastructure has a critical role in ensuring local delivery, a role which needs to be maintained.

The table below shows a selection of formally accredited training for the Community and Voluntary Sector.

	Training Provider
	Qualification
	Subject
	Cost

	University of East London
	MA
	Voluntary Sector Studies
	12 x £310 per module

	University of Wales, Lampeter (distance learning)
	BA
	Voluntary Sector Studies
	Bursaries &fee waivers available  

£46 per 10 credits (360 credits for BA degree)

	South Bank Business School, London
	MBA
	Charity Management
	Cost determined by number of units taken. Each unit costs £280

	Centre for Civil Society, London School of economics
	MSc
	Voluntary Sector Organisation
	£7481 1 year or 2 years part-time

	Cass Business School, City University London
	Diploma / MSc
	Voluntary Sector Management (VOLPROF)
	For diploma £3420 and MSc conversion £1950

	Roehampton, University of Surry
	MSc
	Voluntary Action Management
	£2988 full time

	University of Derby College Buxton
	FD
	Voluntary Sector Management
	?

	South Bank University, London
	MSc
	Charity Marketing and Fundraising
	MSc year one £1440 and year two £2030

	South Bank University, London
	Msc
	Charity Accounting and Financial Management
	MSc year one £1440 and year two £2030

	University of Westminster
	MA (others available)
	Community Development
	MA full time fee£2940 and part time £425 per module

	Warwick University
	Foundation Degree
	Community Enterprise and development
	?

	King Alfred’s College, Winchester
	Foundation Degree
	Community Development
	?

	University of East London
	MSc
	Public and Community Service
	£310 per module (if taken part time candidates take 6 modules per year)

	Aston Business School, Birmingham
	MBA and MSc
	Public services management
	£6500 full time MA

	Brunel University (West London)
	MSc
	Business and Public Ethics
	£4500 full time, £2250 per year part time

	Brunel University (West London)
	MSc
	Business, Ethics and Sustainability
	£4500 full time, £2250 per year part time

	Brunel University (West London)
	MSc
	Public Affairs and Lobbying
	£4500 full time, £2250 per year part time

	Judge Institute, University of Cambridge
	MSc
	Community Enterprise
	?

	University of East London
	Postgraduate diploma/Certificate
	Voluntary Sector Studies
	£310 per module (6 modules taken for the diploma)

	Open university
	Professional certificate
	Management (not for profit)
	£2070

	South Bank Business School
	ICSA Certificate
	Charity Management
	?

	Cass Business School, City University London 
	Diploma
	Voluntary Sector management (VOLPROF)
	For diploma £3420 (MSc conversion £1950

	Roehampton, University of Surrey
	Postgraduate Diploma
	Voluntary Action Management
	£2000

	School of Continuing Education, University of Leeds
	Postgrad Certificate
	Management in the Public and Voluntary Sector
	£900

	Southampton University, in partnership with RAISE
	Postgrad Certificate
	Management of Voluntary Organisations
	?

	National College of Ireland
	Certificate
	Managing Organisations in the Voluntary and Community sector
	£720

	Glasgow Caledonian University and SCVO
	Postgrad Certificate
	Management in the Voluntary Sector
	?

	Telford College Edinburgh
	NHNC
	Communication and Organisation of the Voluntary Sector
	£170 x 12 units



	Bradford College
	Postgrad Certificate
	Professional enhancement
	?

	Institute of fundraising
	Certificate
	Fundraising management
	£750 - £1000 (standard route)

	South Bank University, London
	Postgrad Diploma / Certificate
	Charity Marketing and fundraising
	£1440 year one & £2030 year two 

	
	Advanced Certificate
	Volunteer Management
	£60

	Bangor University, Wales
	Higher Education Certificate
	Volunteer Management
	Free

	City College Norwich
	Edexcel/BTEC Professional Development Certificate
	Voluntary Sector Management
	Free

	
	Certificate
	Community Volunteering
	Free

	City College Norwich
	Certificate
	Community Volunteering
	Free

	Leeds Metropolitan University
	Professional Diploma
	Managing in the community
	£460

	University of Wales, Lampeter
	Certificate
	Interpersonal skills for volunteers
	Bursaries and fee waivers available

	University of East London
	Postgrad Diploma / Certificate
	Public and Community Service
	£310 x 6 modules

	South bank University, London
	Postgrad Diploma / Certificate
	Charity Accounting & Financial Management
	£1440 year one and £2030 year two

	National Open College Network
	Advanced Award
	Managing Voluntary & Community Organisations
	

	Warwick University
	Foundation Degree
	Community Enterprise & Development
	

	Durham University
	MA / DipHE / BA / Certificate
	Community and Youth work
	

	St Martins College Ambleside
	Certificate in Higher Education
	Capacity Building and Social Entrepreneurship
	Free

	Leeds University
	HE Certificate
	Community Work
	

	University of Derby
	Foundation Degree
	Community Regeneration
	

	Sheffield Hallam University
	BA (Hons)
	Community Regeneration and Redevelopment
	

	University of Glasgow
	Postgraduate / Continuing Professional Development
	Housing, Regeneration
	

	Judge Institute, Cambridge
	Masters
	Community Enterprise
	

	University of Cambridge
	Postgraduate Certificate
	Cross-Sector Partnership
	

	University of East London
	BA (Hons) / Certificate / Diploma / Masters post graduate
	Social Enterprise
	

	University of York
	Module
	Social Entrepreneur
	

	City University London
	Postgraduate MSc
	Voluntary Sector Management
	

	City University with City and Islington
	Foundation Degree
	Public Sector Administration
	

	London School of Economics
	MSc
	Voluntary Sector Organisation
	

	London School of Economics
	MSc
	Management of NGO’s
	

	Middlesex University
	
	School of Social Science
	

	South Bank University
	Postgrad Certificate / Diploma
	Charity Accounting
	

	South Bank University
	Postgrad Certificate / Diploma / MSc
	Charity Marketing and Fundraising
	

	South Bank University
	Postgrad Certificate / Diploma / MSc
	Charity Management
	

	South Bank University
	Masters
	Voluntary Sector Administration
	

	University of East London
	MA / Postgrad Diploma / Certificate
	Voluntary Sector Studies
	

	University of East London
	Certificate / Diploma
	Public & Community Service
	

	University of East London
	MBA 
	Capacity Building for Ethnic Minority Voluntary Orgs
	

	Open University Business School
	Diploma / MBA
	Management Certificate tailored to Vol Sector
	

	University of Bristol
	MSc
	Management Development and Social Responsibility
	

	University of Gloucester
	Postgrad Diploma
	Advanced Community Development
	

	University of Southampton
	Certificate of Professional Practice
	Financial Management
	

	University of Southampton
	Certificate 
	Professional Management of Voluntary Organisations
	

	Loughborough University
	ICSA Certificate
	Charity Management
	

	University of Liverpool
	Postgraduate
	Charity law
	

	Anglia Polytechnic University
	BA Hons
	Voluntary Sector Management
	

	Norwich City College
	Edexcel / BTEC Professional Development Certificate
	Voluntary Sector Management
	

	University of Nottingham
	MBA Programme
	Public Services
	

	Thames Valley University
	Certificate / Diploma / MA
	Collaborative Leadership
	

	West Suffolk College
	Certificate
	Charity Administration by distance learning
	

	Roehampton University of Surrey
	MSc / Postgrad diploma
	Voluntary Action Management
	

	Aston University (Birmingham)
	MSc and MBA
	Public Services Management
	

	Warwick University
	Masters
	Public Administration
	

	Bradford and Ilkley 

Community College
	Postgrad Certificate / Diploma / MA
	Managing Change in the Community
	

	Leeds Metropolitan University
	BA
	Managing in Health & Social Care Organisations
	

	Leeds Metropolitan University
	Professional Diploma
	Managing in the Community
	

	University of Leeds
	Postgrad Certificate
	Management of Public and Voluntary Sector
	

	University of Wales, Lampeter
	Certificate
	Interpersonal Skills for Volunteers
	

	University of Wales, Lampeter
	BA
	Voluntary Sector Studies
	

	Edinburgh’s Telford College
	HNC
	Communication and Organisation for the Voluntary Sector
	

	Glasgow Caledonian University
	Certificate
	Management, Voluntary Sector
	


Training providers

This section looks into how much external training providers charge to deliver training and identifies what training is on offer. Listed below is a selection of external training providers.

Wooton George Consulting Ltd – Training for Voluntary Organisations

Wooton George Consulting Ltd are an NCVO approved Consultancy, offering fundraising advice and support to UK charities and non-profit organisations.

Training provided:

· Developing a Fundraising Strategy

· Raising Funds from Grant-Making Trusts

· Covering Core Costs

· Legacy Fundraising for Beginners

· Fundraising Auditing

· Working with the Corporate sector

· Writing a Compelling Fundraising Application

· Strategic and Business Planning

· Monitoring and Evaluation

· Roles and Responsibilities of Trustees

· Making Best Use of Consultants

· Tailored Courses

Wooton George charge £490 for a full days training, £345 for half a day and for most of their courses, are willing to work with up to 40 participants. 

Lifelong Learning Company

The Lifelong Learning Company offer unique customised results driven training experiences that are personally designed and delivered to meet client’s needs through training, consultancy, executive and corporate coaching and lifecoaching services. 

Training provided:

· Leadership Skills

· Team Building

· Psychology of Success

· Time Management

· Negotiating Strategies

· Influencing and Persuading

· Developing Partnerships

· Stress Solutions

· Managing Change

· Communication Skills

· Infinite Possibilities

· Presentation Skills

· Train the Trainer

· Groupwork Skills

· Meet the Media

· Creating Newsletters

· Tuning in to Children

· Tuning in to Teenagers

· Children and Loss

· Step Parents

· Importance of Fathers

· Running Parenting Courses

Lifelong Learning Company charge £1295 for a full days training, £975 for a half day and depending on the course, can take up to 30 delegates. 

Employment Law Solutions

Employment Law Solutions specialise in providing interactive tailor made training and consultancy solutions for the public and private sector from Diversity Awareness to Employment Law.

Training provided:

· Diversity Awareness

· Negotiation and the Law

· Managing Performance within the Law

· Introduction to Contact law

· Health and Safety at Work

· Managing Absence and Staff Performance

· Diversity/Equal Opportunities and the Law

· Legal issues for HR and support

· Introduction to Business Law

· Trust Law for the Financial Services Sector

· Money Laundering

Employment Law Solutions charge £1,000 per day and can take up to 12 participants.

Directory of Social Change

The Directory of Social Change offer an independent source of information and support to voluntary and community sectors through training, producing reference material, conferences, organising charityfair, encouraging voluntary groups to network and campaigning to promote and protect the interests of the community and voluntary sector as a whole.

Training provided:

· The Fundraising Programme

· Organisation Development - 


Strategy

Marketing & Promotion

Workplace Skills

Training Skills

· Management - 




Skills

Operational Management

Managing Human Resources

Supervision

Volunteer Management

· Finance and Law -



Tax

Financial Management

Law

· Skills Development -



Presentation Skills

Interpersonal

Self Management

Personal Development

The Directory of Social Change charge between £600 and £950 per day, depending on the course content.

P & D Solutions

P & D Solutions deliver in Personnel Support and Voluntary Sector Training.

Training provided:

· Current Employment Legislation

· Managing Staff Grievances and Discipline

· Managing Sickness and Attendance

· Appraisal Skills

· Team Building and Leadership Skills

· Interview Skills

P & D Solutions charge £350 per course and can take between 4 and 15 participants.

Lincolnshire Association of People with Disabilities (LAPD)

LAPD offer a variety of courses across the County on disability awareness and the Disability Discrimination Act. 

LAPD can provide specific training for employees and volunteers on how to meet the needs of disabled people. Training includes; definitions of disability, language, disability etiquette, barriers and models of disability, Disability Discrimination Act 1995, work in schools. Courses can be written to meet specific organisational needs.

Training courses cost £85 for businesses and large charities, and £50 for small charities and voluntary organisations (charge is total cost).

TRAINING AND DEVELOPMENT – CORE SUBJECTS FOR THE SECTOR

There are examples of locally undertaken sectoral training needs analyses, by both generic and specialist infrastructure. Below is one of these.

The following list of themes/courses were what the sector in Lincoln requested via a training needs analysis undertaken in 2003 by the Lincoln Community Network. 

Managing People

· Managing People/Managerial skills

· Supervision skills

· Leadership skills

· How to secure employment and improve employability

· Personnel/employment law

Making your organisation function better

· Committee skills and trustee training

· Time management

· Organisational skills

· Project management

· Team building

· Business planning

· Administration skills

· Office management skills

Working with other groups/organisations

· Communication

· Delivering presentations/presentation skills

· Partnership working

· How to involve communities

Working with Volunteers

· Assertiveness/confidence building

· Volunteer development

· Volunteer management/retention

· Listening skills

· Training volunteers

· Finding and keeping volunteers

Funding and Finance

· Fundraising skills – for sustainable development

· Book keeping/accounts

· Financial monitoring

Training

· Train the Trainer

· How to do a training needs analysis

Media

· Effective newsletters

· Media exposure on a budget

· Raising your groups profile

· Desk Top Publishing

· How to get your message across

Other

· Health and Safety

· IT skills

· First Aid

· Basic Food Hygiene

· Domestic Violence

· Substance Misuse

· Counselling skills

· Risk assessment

· Child protection

The ‘Picnic Basket’ of training being facilitated through Lincolnshire Development’s partnership ESF project with VOCAL offers a package of opportunities, based on needs analysis and consultation. The training topics to be delivered from the autumn 2004 are:

· Human Resources and Employment Law

· Business Planning

· Roles and Responsibilities of Committee Members

· Managing Change

· Marketing

· Charity Law

· Assertiveness and Confidence

· Time Management

· Manage/Chair/Facilitate meetings

· Learning to Handle Difficult Behaviour

· Emergency Aid

· Stress Management

· Data Protection

· Equal Opportunities Awareness/Disability Awareness

· Health and Safety Awareness

QUALITY STANDARDS

There are a range of quality standards used by the private, statutory and voluntary sectors, which impact on service delivery and service level agreements.

The local generic infrastructure, if affiliated to either NACVS, or Volunteering England, or both, have stringent quality standards to adhere to, to register and maintain membership.

There are two systems which are particularly suitable for application to the community and voluntary sector: Investors in People (IiP) and PQASSO.

Investors in People

What is IIP?

IIP is a national quality standard which sets a level of good practice for improving organisations performance through its people.

How does IIP work?

The Investors in People Standard is based on four key principles:

· Commitment – Commitment to invest in people to achieve business goals

· Planning – Planning how skills, individuals and teams are to be developed to achieve these goals

· Action – Taking action to develop and use necessary skills in well defined and continuing programme directly tied to business objectives

· Evaluating – Evaluating outcomes of training and development for individuals’ progress towards goals, the value achieved and future needs.

Being recognised as an “Investor in People” involves a number of steps:

· Understanding the Standard and its strategic implications for the organisation

· Undertaking a review against the Standard to identify any gaps in current practice

· Making the commitment to meet the Standard and communicating that commitment to all members of staff

· Planning and taking action, to bring about change

· Bringing together the evidence for assessment against the standard

· Achievement or recognition as an Investor in People

Every three years Investors in People UK reviews the Standard to ensure that Investors in People is relevant, accessible and beneficial to organisations of all types and sizes, and to ensure that the experience of using the Standard provides real added value to organisations.

Who can help with IIP?

There a variety of registered practitioners who can assist in implementing the Standard. These advisors are registered and quality assured by Investors in People UK and work with or for various business support agencies providing coverage across the whole of the UK.

How much does IIP cost?

Because of the highly tailored nature of the Standard, to work out the exact costs and to gain an idea how long this process will take, consideration must be given to the business goals and the changes which you choose to implement in order to achieve them. A meeting with an Advisor will provide a clearer idea of these.

How to contact a Business Advisor?

For an organisation with fewer than 250 employees contact Business Link on 0845 600 9006.

And for an organisation that employs more than 250 employees, a school, voluntary organisation, or government body contact the Learning and Skills Council on 0870 900 6800.

Practical Quality Assurance System for Small Organisations

What is PQASSO?

PQASSO is a practical quality assurance system for small organisations and was specifically designed by Charities Evaluation Services to help small to medium organisations and projects within larger organisations to achieve continuous improvement.

Designed as a work pack, it is simple to use, offering a flexible and staged approach to running an organisation effectively and efficiently. The system helps to set priorities for the organisations future and improve the organisations performance.

How does PQASSO work?

The work pack is a self-assessment tool, which helps to:

· focus on what the organisation is doing 

· bring people together to identify areas for improvement

· facilitate discussion to ensure all stakeholders are aware of policies, procedures and plans

· motivate people to make visible progress

· use a clear language for negotiating with funders

The pack is divided into twelve quality areas.

1. planning for quality

2. governance

3. management

4. user-centred service

5. staff and volunteers

6. training and development

7. managing money

8. managing resources

9. managing activities

10. networking and partnership

11. monitoring and evaluation

12. results

Each area has three "levels of achievement", with details of what the organisation should be doing to achieve each of these levels.

Each area has "suggested evidence" to help identify how to demonstrate achievements. This leads on to a "self-assessment" page, which helps to decide what action needs to be taken, by specific people and within specific timeframes to meet the "levels of achievement". It encourages organisations to set a review date to evaluate progress.

Who can help with PQASSO?

Charities Evaluation Services can help to implement PQASSO through training, mentoring, seminars and conferences.

For more information, contact:
enquiries@ces-vol.org.uk
How much does PQASSO cost?

Paper-based work pack:
£73.15 including postage and packing. 

CD ROM:
£45.35 including VAT, postage and packing.

How to purchase PQASSO

Contact Charities Evaluation Services for an order form on 020 7713 5722 or alternatively email enquiries@ces-vol.org.uk or log on to www.ces-vol.org.uk
ENTERPRISING ACTIVITY

One of the key developments that the community and voluntary sector is expected by national Government to embrace, is the concept of social enterprise.

In its strict sense, social enterprise is defined as business activity that has a double bottom line: business objectives (making a surplus) and social objectives (delivering a community based requisite service, not being delivered through private or statutory sector).

Social enterprises are democratically owned business structures and include a range of examples:

· development trusts
· community business
· worker co-operatives
· secondary co-operatives
· community co-operatives
· credit unions
· LETS schemes
· trading arms of charities
Current debates rage concerning the allocation of social enterprise in the tripartite sectoral structure: are social enterprises firmly located in the private sector, because they are a business, or are they located in the community and voluntary sector because they are democratically owned?

It is wise to recognise that social enterprises are inexorably the cross-over between these two sectors and have a place in both. What it is unwise to suggest is that the community and voluntary sector should, and can, transform itself into social enterprise.

Enterprising activity has its place within the community and voluntary sector. Earned income through membership fees, advertising, contract delivery (procurement) and direct purchase of services/goods, are some features of the community and voluntary sector. But, engaging in this activity, does not necessarily transform the group/organisation in question into a social enterprise.

All sectors have a long way to go to answer and understand the following:

· What exactly constitutes social enterprise?

· What enterprising activity could be undertaken by the community and voluntary sector to diversify income sources?

· What is the crossover point between enterprising activity and social enterprise?

· What legitimate and realistic proportion of income can be generated by infrastructure through enterprising activity?

· What are the opportunities for the community and voluntary sector to develop mutuality through local purchasing; collaboration; economies of scale etc

· How does the community and voluntary sector become involved in procurement and secure contracts?

· What is the role of infrastructure in supporting the community and voluntary sector to become involved in procurement and service level agreements

· How do we ensure that social enterprise has its place, but is not seen as the utopia answer for longer term sustainable funding of the sector and its infrastructure?

When considering the issues of training, workforce development, organisational development etc, social enterprise cannot be divorced from the skills and development agenda. 

For the sector to embrace national policy changes and restructured funds, the application of social enterprise needs to be fully appraised, but also, its limitations acknowledged.

RECOMMENDATIONS - MODEL OF SERVICE DELIVERY

The process of undertaking the project has resulted in obvious recommendations, based on known gaps in service delivery. Additional recommendations are included that add value to core role and have been tested out with key stakeholders.

The recommendation is that the following five fold model of service delivery is to be managed through the Lincolnshire Voluntary Sector Consortium, with core roles delivered within the countywide Voluntary Sector Support Service and other work undertaken by consortium members.

The model of service delivery involves 5 elements:

1. Learning and Skills Advisor role

2. Workforce Development Advisor role

3. Support from local generic infrastructure/Voluntary Sector Development Agencies

4. Support from specialist infrastructure

5. Organisational development in terms of ‘enterprising’ activity

1. Learning and Skills Advisor role

The role could be performed through the creation of a post – managed through the consortium and delivered across the county through the Voluntary Sector Support Service. 

The following core functions directly respond to current gaps in service delivery and/or limitations in the capacity of the infrastructure:

· Compile and maintain a Training Diary of all scheduled courses that address the core learning needs of the sector (as outlined in the section Training and Development – core subjects)

· Raise the profile and importance of skills development/training to the sector to ensure that groups/organisations are aware of the value and the opportunities that exist

· Promote the different approaches to learning and skills development (as identified in the Tomorrow’s People consultation document - coaching; mentoring; shadowing; action learning; secondments; buddying; cascading)

· Co-ordinate information and activity to ensure maximum publicity and take up of opportunities

· Work with partners to develop structures for accredited priorential learning in the sector, develop method to track learning

· Work with partners to develop accredited courses appropriate to the needs of the sector e.g. volunteer support

· Compile and maintain a database of groups/organisations who deliver training/skills development – what is on offer, costs, key contact etc, creating a shortcut for those who recognise the need for training but who do not know where or from whom they can purchase it

· Identify funding opportunities for training and work with funders to ensure that training and development costs are seen as legitimate costs in grant bids

· Work alongside local and specialist infrastructure to resolve training gaps, but ensuring that delivery is entirely complimentary

· Explore options for training sessions to be ‘tagged’ onto sectoral networking and other events

· Utilise infrastructure communication tools e.g. newsletters to promote training and deliver information to increase learning/capacity

· Promote and implement a useable technique for training needs analysis

· Investigate and promote the use of ICT to access learning/training opportunities

2. Workforce Development Advisor role

The role could be performed through the creation of a post – managed through the consortium and delivered across the county through the Voluntary Sector Support Service. 

The post would have a dual remit of workforce development and organisational development. The definition of workforce spans the three layers: committee; paid staff; volunteers.

The following core functions directly respond to current gaps in service delivery and/or limitations in the capacity of the infrastructure:

· Promote the value and application of Quality Standards models

· Support groups/organisation to access the models

· Support groups/organisations to design and implement Human Resource Development Plans

· Work with funders to ensure that costs relating Quality Standards are acceptable in bids

· Ensure links and referrals to the function of the Learning and Skills Advisor in terms of courses and training needs analyses

· Promote organisational capacity through specific reference to management skills development

· Develop and implement systems for Trustee development

· Act as a critical link between the sector, the Learning and Skills Council and Lincolnshire Enterprise to build and develop relationships and partnership working

· Work with partners to develop accredited Management courses relating to the sector

· Develop an understanding in the sector of the varied strands of workforce development (as detailed in Tomorrow’s People)

· Work with organisations to ensure that there are appropriate line-management; appraisal; support structures

· Work with organisations to ensure that job descriptions are appropriate for positions; recognising areas for staff development within the job roles

3. Support from local generic infrastructure/Voluntary Sector Development Agencies

One of the key issues faced by community and voluntary sector groups/organisations is the lack of ‘backfilling’ or cover for personnel if they attend training courses. One approach to address this issue would be for the local CVS/Volunteer Bureaus to operate an appropriate volunteer placement scheme (temporary/bank volunteers), who could ‘fill in’ for staff whilst they were away from the office on training. Obviously, this would be largely restricted to cover for office based/administrative staff as temporary cover for specialist workers would not be practical.

Infrastructure newsletters are an important communication tool and a regular space in these newsletters to advertise local, or county based training would offer one opportunity for the sector to be aware of opportunities. Similarly, if space could be offered for articles that cover essential information (written or compiled through either the Learning and Skills Advisor or Workforce Development Advisor), this would alert the sector to issues it needs to be aware of and the mechanisms by which it can become fully appraised (training courses, journal articles, websites etc).

Within the emerging Infrastructure Investment Plan, the local infrastructure has the core remit for the delivery and/or facilitation of access to learning and training opportunities. So, where this is being locally delivered, arranged, the infrastructure organisation needs to ensure that information is communicated to the Learning and Skills Advisor to ensure inclusion in the Training Diary.

4. Support from Specialist Infrastructure

The specialist infrastructure organisations can contribute to learning and organisational development for the generic community and voluntary sector in four main ways:

· Where specialist staff/volunteer training is arranged, assess the viability and application  of offering places to external organisations to widened specialist knowledge into front line delivery 

· Make available information on specialist training either delivered by, or accessed by the organisation to widen the market to frontline delivery organisations

· Ensure information is available for inclusion in the Training Diary

· Offer space in newsletters to ensure that key learning messages and opportunities are communicated to members/clients

5. Organisational development in terms of ‘enterprising’ activity

As mentioned in the previous section on ‘enterprising’ activity, there are a number of key developments and policy changes that the sector needs to embrace or be aware of in relation to social enterprise.

In terms of infrastructure development and the understanding and dissemination of information and learning opportunities in relation to social enterprise, the following core functions need to be undertaken:

· Assessment and practical application of the IDEA3 principles, where feasible

· Work with all infrastructure to ensure uniform understanding of social enterprise and standard dissemination of information to front line organisations

· Work with all infrastructure to appraise options and opportunities for diversified income (not necessarily to transform infrastructure into social enterprises), but to identify where, if possible, income can be generated through non-grant methods

· Work with infrastructure to develop opportunities for joint-purchasing; collaboration; promotion of local money flows; localised purchasing and trading

· Raise awareness of the social enterprise infrastructure (Lincolnshire Co-operative Development Agency, cda) to ensure and facilitate appropriate referrals from the sectors generic infrastructure

· Ensure that funders/potential funders are aware of the practical applications an limitations that social enterprise has in the community and voluntary sector 

· Utilise sectoral networking and events to promote an understanding of social enterprise and its practical and realistic application

Funding

	ITEM
	COST £

	Advisor Roles

Salary (22,000 per annum) + on costs x 2

Equipment

Postage

Photocopying

Office rental

Communications (phones, email)

Stationary

Travel

Staff training

Insurance

Development Budget
Total
	50,500

4,000

1,000

2,000

4,000

1,500

1,000

5,000

2,000

500

5,000
76,500

	Voluntary Sector Development Agencies

Additional administration costs for volunteer backfill scheme

10 x £1,000

NB – on option is for the VSDA to  incorporate this cost into their CBIS directly funded development
	10,000

	Specialist Infrastructure

Bursary cost coverage scheme to pay for available training places

50 training places x £50 per head
	2,500

	Development of enterprising activity

Purchase of specialist infrastructure time

Events/promotion budget

Total
	5,000

4,000

9,000

	Total Costs
	98,000

reduced to £88,000 if VSDA incorporate costs


Potential sources of Funding

There are opportunities to fund this approach through a cocktail of different funding sources, as there are elements that directly support statutory and sub-regional strategic agendas. Initial potential routes for funds include:

· CBIS – Voluntary Sector Support Service

· CBIS – Voluntary Sector Development Agency allocation – for the £10,000

· Lincolnshire and Rutland Learning and Skills Council

· Lincolnshire Enterprise

Initial, informal discussions have been held with Lincolnshire and Rutland Learning and Skills Council and Lincolnshire Enterprise regarding the concepts contained in the proposal.

Advisor Employment

The Lincolnshire Voluntary Sector Consortium has yet to determine that arrangements for employment of internal staff delivering on the Voluntary Sector Support Service.

One option is for employment through a member of the consortium and secondment to the consortium. The nature of the roles necessitates proximity of location, so it would be advisable of both posts were employed by one organisation and located in the same office.

A second option is to seek employment from an independent organisation outside of the consortium, but with strategic connections.

A third option is to assess the viability of self-employment or consultancy. The usual expected rates connected with the latter would mean that the salary of £22,000 would not actually buy a full time post.

Helen Kearsley-Cree

Urban Challenge Chief Executive
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