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Appendix 2 – Framework Evidence Requirements

OUTCOME 
In concluding that the Standard is met, the Assessor confirms that Investors in People West Midlands continues to recognise Nova Training as an Investor in People. Following the in depth assessment against the Extended Framework, Investors in People West Midlands is delighted to confirm that organisation is recognised as INVESTORS IN PEOPLE GOLD STATUS. Organisation has provided evidence that it satisfies at least 165 Evidence Requirements of the Framework.

As the company is still going through transition and wants to further embed its practices it has opted to undertake the next review by the 36 month anniversary. This would be no later than October 2013.
strengths and good practice
· The Away-Days are a good way to ensure that all staff have equality of opportunity to participate in the decision making process and to work collaboratively with colleagues from other teams in developing and innovating practice. The use of separate Business Planning and Self-Review activities at different times of the year facilitates effective review and evaluation where all people can participate.

· The quality audits are used effectively to gather feedback from people on all aspects of their experiences. Examples were given of changes to process including proposed approaches to improving employee surveys to make them more flexible and useful in gauging perceptions. It is also notable that the audits are actually seen as a facilitator of continuous improvement and development rather than a simple check on compliance to meet basic operational/contractual requirements.
· The company’s approach to restructuring was conducted effectively and efficiently and took full account of people’s feelings by keeping the timescale between serving notice of possible redundancy and finalising new roles down to less than 1 week. This meant that whilst there was some anxiety after the initial notification the opportunity to consider which new role people wanted and the recruitment and selection process were conducted exceptionally rapidly.  This reflects how well the company understands what motivates, and de-motivates people and avoided the typical loss of the best staff who leave rather than risk redundancy. In the main those interviewed feel that this was the best and most effective way to deal with the significant change brought about by changes to funding.

· The company demonstrates that it develops its capability and capacity through the planned recruitment and selection carried out in the 9 months prior to the planned implementation of the Foundation Learning initiative. Candidates selected during this period for other roles included consideration of the skills, knowledge and experience that would be necessary to staff the new structure.  This worked so well that as a result of the restructure there were very few redundancies (mostly voluntary) and all the most recently recruited staff were readily allocated to the new roles.
· The introduction of Professional Development Learning Coaches (PDLC) for tutors and the proposed introduction a similar role for Learning Mentors is a good example of how coaching forms a key part of employee support within the organisation. Those interviewed said they feel the approach has been extremely useful in helping them make transitions into new roles and to expand their confidence and capability. 
CONSIDERATIONS FOR IMPROVEMENT

· Whilst there is a good understanding of the correlation between planned development and business performance there is no formal approach to reporting this to stakeholders.  Indicator 9 ER 8, 9 There is an opportunity to strengthen the feedback information during the Business Planning Away-days to provide a clearer explanation on the direct links between the learning and development undertaken and the latest business results.
· There is generally a good appreciation and application of Work-Life-Balance techniques that are promoted from the top, but there appears to be no formal policy to guide and inform people at all levels on the company’s stance and what they should expect from their managers. The company is encouraged to review this and publish a Work-Life Balance strategy to ensure that all managers approach this in a consistent manner. Indicator 3 ER 8, 21
· The practices related to Social Responsibility are good where they exist.  However, it is not clear that there is a defined corporate strategy to demonstrate that all people are aware of the aims of the business in this regard.  The majority of action is arranged at senior management level. To clarify the position it is recommended that the company formulate and publish a strategy for Social Responsibility that sets out the parameters and rationale. Indicator 1 ER 12, 16, 18, 22, 25. There are benefits in examining other organisation’s approaches to Social Responsibility and benchmarking against this. Indicator 10 ER 5 A good example of such a strategy is the Natwest initiative (as per the TV advert) that pledges 15,000 hours of staff time to conduct community projects.
· A number of people said they are uncomfortable with the format used in the Business Planning Away-Day, specifically the requirement to participate in a themed role play to put forward suggestions. The reluctance reflects the diversity of people’s experience and style and could be taken into account when reviewing the methods used for encouraging people’s participation in corporate activities. It is notable that fewer people had a problem with the SAR Away-Day as they felt this was more relevant to them and conducted in a more ‘serious’ manner. This reflects an opportunity to look at how people can be provided with more basic life skills related to self confidence and assertiveness as a means to prepare them for their involvement in group activities. It is something the company could incorporate into management development as a topic where coaching would be applicable.
· The company is effective in using internal expertise and resources for staff development.  However, there are benefits in accessing external sources for learning and development e.g. for behaviour management strategies by examining how schools and colleges approach this using learning. Indicator 10 ER 8
· The company’s leadership and management strategy is under development to cater for the changes in the environment and aims for more autonomous centre operation. This means that there is not yet a fully developed strategy to support the development of management capability for the future that takes into account external good practice. There is an opportunity to examine leadership and management strategies in order to develop a more comprehensive model linked to business goals and which encourages more widespread development of leaders and managers. Indicator 4 ER 7,8,9 12, 13
I would like to thank the company and its staff for the welcome shown during my visits and for the openness shown when answering my questions. It is clear that in the time I have worked with the company over the past reviews it is now far closer to its vision that was essentially set about 10 years ago. This has been achieved by perseverance, identification of strengths and areas for improvement and consciously working with all employees to create a collaborative and cohesive work ethic. As a consequence the company has created a robust and effective management structure based upon strong leadership, motivation and involvement parameters that has enabled it to make the transition between programmes and the external changes to the funding body environment experienced over the past few years.
All those interviewed said it is a great place to work and that they have seen increasing levels of appreciation and support from the company in line with their aspirations and as a consequence of their feedback.
Terry Jones
Investors in People Assessor






29 October 2010
REVIEW FRAMEWORK FINDINGS
Development of strategic direction
There is a longstanding strategy linked to the delivery of publicly funded training and education within the 14-19 year demographic. This is associated with helping long-term unemployed young people in gaining skills and also with foundation education. The core aims, philosophy, value and vision are encapsulated within the company’s Communication Strategy, which clearly articulates,
·  Aims- (for the strategy) of ensuring clarity of understanding of purpose, role and contribution.

· Mission- ‘to create and sustain a safe environment where staff can deliver an innovative, challenging, quality…..inspiring learning experiences…’

· Values- Respect, Honesty, Trust, Openness and Equality of Opportunity- targeted at learners but proactively promoted as the core ethos between colleagues.

· Vision- ‘Nova Training are (sic) committed to delivering excellence and effective IAG for all our learners and staff alike….. We aim to be a high performing organisation with a passion for learning and a dedication to become the training provider of choice.’

Over the past 6-12 months the company has proactively considered the market conditions and the changes to funding and the focus on learners. This has resulted in a pragmatic approach to restructuring the company and recruiting additional capabilities with which to recover the decline in finances coming from programme changes and termination. The changes incorporate an improved approach to business development, expansion of the HR team and refocusing of the centre manager role from predominantly coordinative to more a more autonomous, business enterprise role.

The core measures used in the business relate to the attainment of excellent (outstanding) status via the Quality Improvement Process and the Self Assessment Report structure applied by external bodies such as Ofsted and Matrix. Allied to this there is extensive use of Key Performance Indicators (KPI) linked to learner recruitment and retention; progress and attainment of specified outcomes within contracts. These are broken down into centre manager targets that facilitates planning and assessment at team and individual levels. Over recent months the company has shown its flexibility in planning as a result of the rapid changes in the Government’s strategy for supporting young people.  This has moved from the traditional Entry2Employment (more vocationally based) to Foundation Learning (more academic outcomes), which has required a significant organisational restructure and modifications to roles and teaching and learning strategies.

In line with the changes to resize and restructure the business the company has approached this in line with its vision and values and has worked hard to restructure utilising existing skills in different areas as much as possible. There have been good levels of communication, consultation and ample opportunity for colleagues in all areas to contribute towards planning for the future. Many people commented positively on how much lines and content of communication have improved over recent years.
Recruitment and selection is conducted in a scientific method utilising external support and practice from the Peninsular organisation. This is well demonstrated in the approach used in migrating staff from the E2E programme roles to the Foundation Learning roles. The timescale was planned to create the minimum level of uncertainty and anxiety and was supported by a comprehensive suite of role specifications, six common questions for equity in comparing responses (a lot of people said this was an excellent approach for making sure everyone had the same chance), correlation of skills and experience (especially transferrable skills) and formal interviews. All staff involved were treated exactly the same and options were given for people to select their preferred role and location. As a consequence of the approach all people feel it was done well and fairly with no-one feeling unhappy with the final decision.  This includes people who did not get their first choice as the clarity and logic of the decision helped them to fully understand the reasons for the decision. Since the changes everyone says they are more than happy with the outcome and with their new roles.

There is good use of company ‘Away-Days’,(Self-Assessment  in the Autumn and Business Planning in the Spring) that involve all staff, to create an open and accessible forum for participation in the planning process at every level.  The approach has been successful in helping the company to modify its approach in response to changes in the funding of training and is encouraging people to offer ideas for entering into additional commercial work to offset business risk for the future. Whilst there is no separate representative forum the preceding coupled with open access to managers and participation in a range of team and functional meetings ensures that all people feel they have ample opportunity to be involved in decision making.

The management team are able to monitor the way the organisation operates within the vision and values framework using a number of techniques that include performance review for managers and quality audits.  These are supported by employee surveys that gather feedback on people’s perceptions on a range of topics including skill levels and support.

There is some consideration of Social Responsibility ate senior level and a number of activities recognise the economic and social needs of learners and the general community through the incorporation of activities within programmes.  These are not required by the funding bodies and show a genuine aim to put back into the general community. However, at this stage this appears to be a general way of working and is not fully articulated in a strategy or policy.  Additionally, it does not encourage staff members to become actively involved in the community outside of operational programmes.

Equipping the business with the skills to achieve strategic goals
The company uses a comprehensive skills matrix system to identify and implement core, mandatory and elective learning and development against each staff member.  This caters for all aspects of the ongoing business and includes personal and targeted development associated with business aims. The framework contains a good blend of vocational, academic and experiential learning activity that contains tangible methods for verifying knowledge, coupled with post-learning activity to gauge its translation into proactive.  The latter is achieved by observations and work-testing plus feedback from learners on softer topics such as interest and stimulation to learn. The matrix is used effectively to plan and monitor activity and is well publicised so people can refer to it to gain an awareness of what learning is available and how this fits into other roles in the business.  This is useful for people to plan their career progression.

The modified strategy to meet the requirements of the Foundation Learning initiative fully demonstrates the company’s ability to review and revise its learning and development in order to build and enhance capacity. The approach takes into account existing knowledge and experience mixes and serves to realign this with new learning to compensate for any gaps.  Part of the strategy includes piloting the Foundation Learning prior to its formal launch so that the organisation was better placed to understand how best to facilitate the necessary changes. The piloting coupled with cross company discussions on the ramifications of the change ensured that a good level of employee consultation and involvement occurred and was used to work through the best ways to implement the changes both in terms of operational activities and quality assurance methodologies, such as changes to the structure and application of the learner’s ‘Blue Book’.
As a training provider the company is well versed in a wide array of learning activities, which it applies to its staff.  Activities are consciously designed to cater for variations in learning styles and preferences and have culminated in a blended activity that is aimed at improving employee engagement and interaction. This aids networking, transfer and sharing of knowledge, whilst concurrently involving people in continuous improvement considerations. Of note is the encouragement of people, engaged in the Functional Skills component of the programme to undertake level 2 assessments of Literacy, Language and ICT to better understand their existing capabilities and to better inform the personal development plans to remedy any gaps. Everyone thought that this was a good approach and helped them to better understand their own strengths and weaknesses. A range of activities have resulted from the exercise to assist development that include training sessions, pairing up with more knowledgeable colleagues and via self-development where the gaps have not been too big, or a simple refresher is needed.
There is a structured approach to engaging with people to consider and discuss learning and development for business, continuous improvement and personal needs.  This includes,
· Annual appraisal with quarterly reviews.

· Centre meetings to discuss organisational and team needs and innovation.
· Focus/steering groups such as that used for implementing the Foundation Learning strategy.

· Workshops and seminars linked to learning and development.

· The encouragement of people to directly contact the Staff Training and Development Manager to discuss individual and team learning needs, which regularly results in specially targeted training activity.
Getting the best out of people.
The organisation utilises a wide range of self-review (via Self-Assessment Reports, quality audits and operations meetings) to understand the effect that its operational strategies are having.  These are supplemented by employee surveys and organic feedback gathered by senior managers working closely with colleagues at all levels to gain awareness of peoples’ thoughts and perceptions. These work well to create a two-way dialogue and numerous examples were given of how custom and practice has evolved through continuous improvement activity. These include changes to learner review processes to make documentation and recording more efficient and to ensure that colleagues do not become overburdened. 

There is extensive use of coaching via the PDLC and lime management support coupled with comprehensive use of mentoring between colleagues to support development past the immediate role. These techniques have worked well over the years to support people to progress their careers in line with their own and the company’s aspirations.  It is noted that managers are knowledgeable about the factors that motivate and encourage people that are related to personal goals and they use this as part of the talent management strategy encouraged by the top team. This is most noticeable in the PDLC role that stimulates the sharing of good practice with a formal recognition of a person’s abilities and the value placed in them sharing these with colleagues in a collaborative and supportive manner.
Throughout the interviews people said they have great faith in their managers and feel they exhibit the values intrinsic to the business culture, both in the way they consistently engage in all the systems for employee engagement and also in the openness and accessibility of all managers. Many commented that it is perfectly acceptable for them to contact directors or other senior managers if their own manager is not available.  There is also a strong ethos of being encouraged to put forward ideas and suggestions, even when they might not be concurrent with a manager’s perspective.  In such cases a constructive discussion is said to occur and a negotiated compromise, or agreement with the team member’s idea, is generally reached to the satisfaction of both parties. There is a good level of commitment to the business as a result of this approach and people feel they want to put in every effort for the success of the learners and their work team.

The improved clarity of communication and what the company expects of people has helped people to feel they can take more ownership of their role and how it contributes to success. The many avenues for suggestions and development of improvement concepts is well embedded in the way that people work and people feel they are given good levels of trust to do the right thing in innovating custom and practice. A good example relates to one of the centres convening a meeting to discuss the implications of the splitting of tutor and keyworker/learning mentor role.  This has resulted in an imbalance of workload for the learning mentor and bottlenecks that can affect attainment of personal and centre KPI. Notably, the tutors took an active role in working out possible solutions, even though some of these were no longer within their job role, in order to achieve team success. This level of collaboration and interest in colleagues is a good example of how well the organisation has inculcated a continuous improvement and team working culture as a result of the activities and ethos of its managers.

In many cases people said their managers inspire them to work harder and do this in an empathetic manner.  Examples were provided of some people who had attained Grade 1 (outstanding) and some who had been rated at Grade 4 (poor) as a result of Observation of Teaching and Learning (OTL).  However, in both cases the nature and content/context of the feedback and associated development plan was fully understood and welcomed as being constructive, supporting and encouraging to attain the improvements that were possible.

While there are good levels of interaction and steering groups are utilised for specific projects, the company has not yet chosen to engage with people when developing and designing reward and recognition strategies. The latest innovation is a performance related pay system that has been developed at senior manager and manager level and is being rolled out to staff. The company is therefore encouraged to consider how best to gather feedback from colleagues on their perception of the system and to canvass any suggestions for modification. This is valuable in stimulating buy-in to the system and increases the likelihood that people will affiliate to it and be more stimulated by the rewards when they link to what they value.
Judging the impact of the strategies
There is good verification of the acquisition of knowledge through the use of techniques such as,

· External accreditations such as NVQ, PgCE, PTLLS etc.

· OTL for teaching staff to test application of learning.

· Quality Audits to determine the effectiveness of understanding key concepts and translating these into good practice.

· Extensive use of coaching to concurrently understand the candidate’s knowledge level and identify how well they are able to put this into productive practice.

· Regular reviews against KPI that requires the manager and the candidate to consciously examine the impact of skills and skill gaps have on the results being discussed.

There are numerous examples of how the company gathers feedback from its people on a range of topics that serve to inform and influence future strategy and planning.  These include,
· QMOL employee surveys, currently under review to identify more up to date and effective information gathering on a wider range of employee related topics.
· Discussions and brainstorming at Away-Days including the ‘You Said – We Did’ presentations of what has been implemented as a result of employee feedback.
· Standardisation meetings

· Operations meeting for managers

· Centre meetings

· Post training evaluation and feedback

· Quarterly reviews and one-to-ones.

· Centre Champions and curriculum steering groups

The feedback has been used effectively to facilitate modifications to a range of actions including changes to the style of training events to make them less visual and more interactive: the implementation of a performance related pay system: changes to administration systems to enable more efficiency and remove bottle-necks fro processes and improvement to overall communication to ensure that people have clearer and better knowledge with which to manage their own environment.
There is a good understanding of the correlation between the investment made in learning and development and business outcomes.  This is reported in detail as part of the Ofsted submission and has been useful in assessing and analysing potential modifications.  One such being the change to supporting staff to attain CTLLS and DTLLS externally with a company grant rather than internally as done previously.  This has been done as the company recognises the value in people being exposed to external networking as beneficial in benchmarking with other people and organisations.  The choice has also been made to ensure that internal resources can be better utilised with the growing team and the need to instil commonality in core activities without unduly increasing cost.

The change to the grant structure for all staff is felt by those who have participated in such activity as an improvement in the way the company manages and develops them and also that it increases the sense of appreciation they feel because the company is happy to invest more tangibly in their future.

As a result of the strategies employed over recent years the company has been able to progress from a poorly performing organisation, as defined by Ofsted, to one that has many Outstanding aspects with an overall rating of Good.  This has been instrumental in helping the company to meet its growth and quality aspirations and has seen some contracts grow by 5-fold in recognition of the company’s ability to deliver as a result of the improvements.

CONTINUOUS IMPROVEMENT ACTION PLAN
	SUGGESTED DEVELOPMENT

	INDICATORS
	WHO
	WHEN
	OUTCOME

	Achieve a more effective management approach via organisational restructuring


	Develop a formal Work-Life Balance strategy to better guide managers and staff on what the company offers to develop consistency across the centres.

Consider involving employees in devising and defining the WLB benefits they feel appropriate.


	Indicator 3 
ER 8, 21

Indicator 6 

ER 6,7,8,18
	
	
	

	Examine the use of a Management Capability/Competence Framework to formalise the parameters promoted by the senior team, involving managers via the Operations meetings
Utilise the framework to promote and support leadership and management development across the organisation to match corporate strategy for growth.
	Indicator 4 
ER 7,8,9 

ER 12, 13
	
	
	

	Continue to meet the requirements of external scrutiny from Matrix, Ofsted etc and raise standards, via improved ratings, year on year.


	Consider expanding the feedback to stakeholders on the links between the investment in learning and management with the outcomes achieved as a result. This could be by communicating the analysis conducted as part of the submissions to Ofsted during the Away-Sat sessions.

	Indicator 9 
ER 8,9
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Download the Framework free of charge:
http://www.investorsinpeoplewestmidlands.co.uk/introducing-the-standard/what-is-the-standard.html
Appendix 2 - Framework Evidence Requirements

CORE STANDARD

	Indicator

1
	1 Top managers make sure the organisation has a clear purpose and vision supported by a strategy for improving its performance.

2 Top managers make sure the organisation has a business plan with measurable performance objectives.

3 Top managers make sure there are constructive relationships with representative groups (where they exist) and the groups are consulted when developing the organisation’s business plan.

4 Managers can describe how they involve people when developing the organisation’s business plan and when agreeing team and individual objectives. 

5 People who are members of representative groups can confirm that top managers make sure there are constructive relationships with the groups and they are consulted when developing the organisation’s business plan.

6 People can explain the objectives of their team and the organisation at a level that is appropriate to their role, and can describe how they are expected to contribute to developing and achieving them.


	Indicator

2
	1 Top managers can explain the organisation’s learning and development needs, the plans and resources in place to meet them, how these link to achieving specific objectives and how the impact will be evaluated.

2 Managers can explain team learning and development needs, the activities planned to meet them, how these link to achieving specific team objectives and how the impact will be evaluated

3 People can describe how they are involved in identifying their learning and development needs and the activities planned to meet them.
4 People can explain what their learning and development activities should achieve for them, their team and the organisation.


	Indicator

3
	1 Top managers can describe strategies they have in place to create an environment where everyone is encouraged to contribute ideas to improve their own and other people’s performance.

2 Top managers recognise the different needs of people and can describe strategies they have in place to make sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for people to learn and develop which will improve their performance.

3 Managers recognise the different needs of people and can describe how they make sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for people to learn and develop which will improve their performance. 

4 People believe managers are genuinely committed to making sure everyone has appropriate and fair access to the support they need and there is equality of opportunity for them to learn and develop which will improve their performance.

5 People can give examples of how they have been encouraged to contribute ideas to improve their own and other people’s performance.


	Indicator

4
	1 Top managers can describe the knowledge, skills and behaviours managers need to lead, manage and develop people effectively, and the plans they have in place to make sure managers have these capabilities.

2 Managers can describe the knowledge, skills and behaviours they need to lead, manage and develop people effectively.

3 People can describe what their manager should be doing to lead, manage and develop them effectively.


	Indicator

5
	1 Managers can explain how they are effective in leading, managing and developing people.

2 Managers can give examples of how they give people constructive feedback on their performance regularly and when appropriate.

3 People can explain how their managers are effective in leading, managing and developing them.

4 People can give examples of how they receive constructive feedback on their performance regularly and when appropriate.


	Indicator

6
	1 Managers can give examples of how they recognise and value people’s individual contribution to the organisation.

2 People can describe how they contribute to the organisation and believe they make a positive difference to its performance.

3 People can describe how their contribution to the organisation is recognised and valued.


	Indicator

7
	1 Managers can describe how they promote a sense of ownership and responsibility by encouraging people to be involved in decision-making, both individually and through representative groups, where they exist.

2 People can describe how they are encouraged to be involved in decision-making that affects the performance of individuals, teams and the organisation, at a level that is appropriate to their role.

3 People can describe how they are encouraged to take ownership and responsibility for decisions that affect the performance of individuals, teams and the organisation, at a level that is appropriate to their role.


	Indicator

8
	1 Managers can describe how they make sure people’s learning and development needs are met.

2 People can describe how their learning and development needs have been met, what they have learnt and how they have applied this in their role.

3 People who are new to the organisation, and those new to a role, can describe how their induction has helped them to perform effectively.


	Indicator

9
	1 Top managers can describe the organisation’s overall investment of time, money and resources in learning and development.

2 Top managers can explain, and quantify where appropriate, how learning and development has improved the performance of the organisation.

3 Top managers can describe how the evaluation of their investment in people is used to develop their strategy for improving the performance of the organisation.

4 Managers can give examples of how learning and development has improved the performance of their team and the organisation.

5 People can give examples of how learning and development has improved their performance, the performance of their team and that of the organisation.


	Indicator

10
	1 Top managers can give examples of how the evaluation of their investment in people has resulted in improvements in the organisation’s strategy for managing and developing people.

2 Managers can give examples of improvements they have made to the way they manage and develop people. 

3 People can give examples of improvements that have been made to the way the organisation manages and develops its people.


ADDITIONAL RECOGNITION
	Indicator

1
	7 Top managers make sure the organisation has a clear set of core values that support its purpose and vision.

8 Top managers make sure the organisation’s strategy is developed through the involvement of managers, people, stakeholders and other sources. 

9 Top managers make sure the organisation has key performance indicators to improve its performance.

10 Top managers can describe how social responsibilities are taken into account in the organisation’s strategy.

11 Top managers make sure the core values are at the heart of the organisation’s strategy and govern the way it operates.  

12 Top managers can describe how social responsibility is part of the culture of the organisation.

13 Managers can describe the organisation’s core values and what this means to the way they are expected to manage.  

14 Managers can describe how they are involved in developing the organisation’s strategy. 

15 Managers can describe the key performance indicators they use to improve the organisation’s performance.

16 Managers can describe the organisation’s social responsibilities and what this means to the way they are expected to manage.

17 Managers can describe how they make sure the core values are at the heart of the way the organisation operates.

18 Managers can describe how they make sure social responsibility is part of the culture of the organisation.

19 People can describe the organisation’s core values and what this means to the way they are expected to work.

20 People can describe how they are involved in developing the organisation’s strategy.

21 People can describe the key performance indicators used by the organisation to improve its performance.

22 People can describe the organisation’s social responsibilities and what this means to the way they are expected to work.

23 People believe the core values are at the heart of the way the organisation operates.

24 People believe in and share the organisation’s vision and values.

25 People believe that social responsibility is part of the culture of the organisation.


	Indicator

2
	5 Top managers can describe the learning and development strategy they have in place to build the organisation’s capability to achieve its vision.

6 Top managers can describe how innovative and flexible ways of developing people are identified through internal and external sources, and how these are included in the organisation’s learning and development strategy.

7 Top managers can describe how they have created a culture that encourages continuous learning and promotes the development of skills and knowledge at every level.

8 Managers can describe the plans they have in place to build their team’s capability to contribute to achieving the organisation’s vision.

9 Managers can describe how they involve people in identifying the learning and development needs of their team and the activities planned to meet them.

10 Managers can describe how they take account of people’s different learning styles when planning learning and development.

11 Managers can describe how they act as a role model for continuous learning. 

12 People can confirm that their learning and development is planned to build their future capability to contribute to achieving the organisation’s vision.

13 People can describe how they are involved in identifying the learning and development needs of their team and the activities planned to meet them.

14 People can describe what the team learning and development activities should achieve for the team and the organisation.

15 People can confirm that learning and development takes account of their preferred learning style.

16 People believe they have a responsibility for their own learning and development.

17 People believe that continuous learning is at the heart of the culture of the organisation.


	Indicator

3
	6 Top managers can describe strategies they have in place to make sure recruitment and selection meets the needs of the organisation and is fair, efficient and effective.

7 Top managers can describe strategies they have in place to promote equality and manage diversity in the workplace. 

8 Top managers can describe strategies they have in place to support work-life balance to meet the needs of the organisation and its people.

9 Top managers can describe how they have created an environment where giving and receiving constructive feedback is valued.

10 Top managers can describe how the organisation’s structure is designed to achieve its strategy and make the most of people’s talents.

11 Top managers can describe how the organisation’s recruitment and selection strategies are linked to its business strategy and are designed to make sure there is a talented and diverse workforce that is able to achieve the organisation’s vision. 

12 Top managers can describe how the organisation’s equality and diversity strategies are linked to its business strategy and applied throughout the organisation. 

13 Top managers can describe how the organisation’s work-life balance strategies are linked to its business strategy and applied throughout the organisation.

14 Managers can describe how they make sure recruitment and selection is fair, efficient and effective.

15 Managers can describe how they value people’s differences and how they are effective in promoting equality and managing diversity in the workplace.

16 Managers can describe how they make sure work-life balance solutions are effectively put into practice.

17 Managers can describe how they encourage people to give and receive constructive feedback.

18 Managers can describe how they make sure people are given the opportunity to make the most of their talents within the organisation.

19 Managers can describe how they play an important role in recruiting and selecting people with values that match the organisation’s values. 

20 Managers can describe how they value diversity and create an environment where people can use their unique talents and achieve their potential. 

21 Managers can describe how they value the work-life balance strategies and apply them creatively to benefit individuals, teams and the organisation.

22 People believe recruitment and selection is fair. 

23 People believe managers value people’s differences and can give examples of how they promote equality and manage diversity in the workplace.

24 People can describe how they are supported in balancing their work and personal lives. 

25 People can describe how they give and receive constructive feedback to improve performance.

26 People believe they are given the opportunity to make the most of their talents within the organisation.

27 People can describe how their views are taken into account when recruiting and selecting   team members.

28 People believe everyone in the organisation values diversity. 

29 People believe work-life balance is valued and part of the culture of the organisation.


	Indicator

4
	4 Top managers can describe how they define the current and future capabilities managers need in line with the organisation’s purpose, vision and values. 

5 Top managers make sure managers are regularly reviewed against the capabilities and receive constructive feedback on their performance.

6 Top managers make sure managers are provided with the help they need to develop the capabilities. 

7 Top managers can describe how the organisation’s leadership and management strategy is linked to its business strategy and takes account of external good practice.

8 Top managers can describe how they create an environment where everyone is encouraged to develop leadership capabilities.

9 Managers can describe how they are involved in defining the current and future capabilities all managers need.

10 Managers can confirm that they are regularly reviewed against the capabilities and receive constructive feedback on their performance. 

11 Managers can confirm that they are provided with the help they need to develop the capabilities.

12 Managers can describe how they encourage everyone to develop leadership capabilities.

13 People can give examples of how they have been encouraged to develop leadership capabilities.


	Indicator

5
	5 Top managers can describe how they act as role models when demonstrating the leadership and management capabilities in line with the organisation’s values.

6 Top managers can describe how they act as role models when working as a team and sharing knowledge. 

7 Top managers can describe how they act as role models for inspirational leadership and have an open, honest and trusting management style.

8 Top managers can describe how they have made coaching part of the organisation’s culture.

9 Managers can describe how they lead, manage and develop people in line with the organisation’s values.

10 Managers can describe how they encourage people to work together and share knowledge within and across teams.

11 Managers can describe how they make sure people receive information, advice and guidance to help them plan and develop their career.

12 Managers can describe how they use coaching skills to help people achieve their potential.

13 Managers can describe how they act on feedback from all levels in the organisation to improve the way they lead, manage and develop people.

14 Managers can describe how top managers inspire them to lead, manage and develop people effectively.

15 Managers can give examples of how they themselves act as inspirational leaders.

16 People can describe how their manager leads, manages and develops them in line with the organisation’s values.

17 People can describe how they work together and share knowledge within and across teams.

18 People can confirm that they receive information, advice and guidance to help them plan and develop their career.

19 People can describe how their managers use coaching skills to help them achieve their potential.

20 People can confirm that they are able to give constructive feedback to their manager, and believe it is well received and acted on. 

21 People can confirm that they respect and trust their managers.

22 People can confirm that they have confidence in the leadership and management capabilities of top managers.

23 People can describe how managers inspire and motivate them to achieve their full potential.

24 People believe the organisation has a culture of openness and trust.
25 People believe that coaching is part of the organisation’s culture.




	Indicator

6
	4 Top managers make sure the organisation has a clear and fair reward and recognition strategy which is used to motivate people to improve the organisation’s performance. 

5 Top managers can describe how they involve representative groups (where they exist) in developing the organisation’s reward and recognition strategy.

6 Top managers can describe how the organisation’s reward and recognition strategy is linked to its business strategy and externally benchmarked. 

7 Top managers make sure the organisation has a forward-thinking benefits strategy with policies that go beyond legal requirements.

8 Managers can describe how they are involved in developing the organisation’s reward and recognition strategy.

9 Managers can describe how they apply the organisation’s reward and recognition strategy fairly.

10 Managers understand what motivates their people and take account of this when recognising and rewarding them. 

11 Managers can describe how they reward and celebrate individual and team successes and achievements.

12 Managers can describe how they involve people in developing the organisation’s reward and recognition strategy.

13 Managers can describe how they encourage people to recognise the contribution their colleagues make to the organisation.

14 People who are members of representative groups can confirm that the groups are involved in developing the organisation’s reward and recognition strategy.

15 People can describe the organisation’s reward and recognition strategy and what they need to do to be valued, recognised and rewarded.

16 People believe the organisation’s reward and recognition strategy is fair and can give examples of how they are motivated by it.

17 People can describe how individual and team successes and achievements are rewarded and celebrated.

18 People can describe how they are involved in developing the organisation’s reward and recognition strategy. 

19 People can describe how they recognise the contribution their colleagues make to the organisation.




	Indicator

7
	4 Top managers can describe the consultation arrangements they have in place to encourage people to take part in decision-making at both an individual and a representative level.

5 Top managers make sure the organisation has effective internal communication systems to encourage knowledge and information to be shared throughout the organisation.

6 Top managers can describe how consultation and involvement is part of the organisation’s culture.

7 Top managers can describe how they involve people in designing consultation arrangements. 

8 Top managers can describe how they have created a culture where people aim for continuous improvement.

9 Managers can describe how they make sure people receive the support they need to make decisions that affect the performance of individuals, teams and the organisation, at a level that is appropriate to their role.

10 Managers can describe how they encourage the knowledge and information to be shared throughout the organisation.

11 Managers can give examples of how they have created an environment where people aim for continuous improvement and openly challenge the way the organisation works in order to improve performance.

12 People can give examples of how they take ownership for decisions that affect the performance of individuals, teams and the organisation, at a level that is appropriate to their role.

13 People believe that the consultation arrangements are effective and allow them to take part in decision-making.

14 People can confirm that they have access to the knowledge and information and receive the support they need to make decisions and improve performance.

15 People believe their managers trust them to make decisions that improve performance.

16 People can confirm that they are committed to the success of the organisation.

17 People can confirm that they are involved in designing consultation arrangements.

18 People believe they can challenge the way the organisation works in order to improve performance and can give examples of how they or others have done so.

19 People can describe what gives them a sense of ownership and pride in working for the organisation.




	Indicator

8
	4 Top managers make sure the organisation makes effective use of internal and external resources for learning and development. 

5 Top managers can describe how the organisation is flexible in the way it develops people, using innovative and cost-effective solutions that meet learning and development needs.

6 Top managers can describe how they have created a culture where all learning is valued.

7 Top managers can describe how they make sure mentoring opportunities are available.

8 Managers can describe how they make sure knowledge and learning is shared across the organisation.

9 Managers can describe how they provide learning and development opportunities for people to achieve their full potential for mutual benefit.

10 Managers can describe how they recognise and celebrate learning and development achievements.

11 Managers can describe how they make sure learning and development is an everyday activity.

12 Managers can describe how they support people in their personal development activities and encourage them to broaden their knowledge and skills through learning.

13 People can confirm that knowledge and learning is shared across the organisation.

14 People can describe how they are encouraged to try new approaches and learn from their efforts, mistakes and successes.

15 People can confirm that they are motivated to learn and enjoy putting their learning into practice.

16 People can confirm that they are well supported after learning and development activities, and have clear objectives for putting the new skills and knowledge into practice.

17 People can describe how learning and development achievements are recognised and celebrated.

18 People can confirm that learning and development is an everyday activity.

19 People can describe how they are supported in their personal development activities.
20    People can confirm that mentoring opportunities are available.




	Indicator

9
	6 Top managers can describe how the organisation measures and evaluates how its people management strategies contribute to the organisation’s performance.

7 Top managers can describe the impact of their investment in people on achieving key performance indicators.

8 Top managers make sure the organisation has a robust and flexible approach to measuring and reporting the return on investment on its people strategies.

9 Top managers make sure that the return on investment on its people strategies is reported clearly to all stakeholders.

10 Managers can describe how they are involved in measuring and evaluating how the organisation’s people strategies contribute to its performance.

11 Managers can give examples of improvements in the performance of individuals, their team and the organisation as a result of people management activities.

12 People can describe how their career prospects have improved as a result of their learning and development and the way they have been managed.

13 People can give examples of improvements in the performance of the team as a result of people management and development activities.

14 People can describe how the organisation’s investment in people has improved its performance.


	Indicator

10
	4 Top managers can describe how the organisation has used self-review techniques to improve its strategies for managing and developing people. 

5 Top managers can describe how the organisation has used information from external reviews, including the previous Investors in People assessment or review, to improve its strategies for managing and developing people. 

6 Top managers make sure effective feedback methods are used to understand people’s needs and expectations and to highlight improvements required to the way they are managed and developed.

7 Top managers can describe the range of measures used to monitor and understand people’s view of how they are managed and developed.

8 Top managers can describe how the organisation has used internal and external benchmarking to review and improve its strategies for managing and developing people. 

9 Top managers can demonstrate an improvement in people’s view of how they are managed and developed.

10 Managers can describe how they review and evaluate people management and development and use this learning to shape future activity. 

11 Managers can describe how they involve people in identifying improvements to the way they are managed and developed.

12 People can give examples of how they are involved in identifying improvements to the way they are managed and developed.

13 People believe that managers are genuinely committed to improving the way they manage and develop them.

14 People can describe improvements that have been made, as a result of their feedback, to the way the organisation manages and develops people. 

15 People believe that the organisation is a great place to work as a result of ongoing improvements made to the way they are managed and developed.
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