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1. Purpose of Report 

1.1 To advise Members of the results of the recent survey and to consider the next steps 
towards the production of individual development plans and the structuring of the 
training programme to reflect the needs identified. 

 

2. Recommendations 

 It is recommended that the Panel: 

2.1 Recognise the key areas of corporate training and development need identified and 
produce or modify training programmes to relate to this. 

2.2 Using evidence from the survey analysis and taking account of the personalised part of 
the questionnaire returns and corporate training needs, ask the officers to produce 
personal development plans. 

2.3 Personal development plans to be subject to timings to meet development needs and 
kept under review. 

2.4 The officers recommend how best to provide the training, according to priorities 
identified individually and corporately, looking at different providers and methods of 
provision, over what period and in the light of budget available. 

 
Note:  In preparing this report, due regard has been had to equality of opportunity, 
human rights, prevention of crime and disorder, environmental and risk management 
considerations as appropriate.  Relevant officers have been consulted in relation to any 
legal, financial or human resources implications and comments received are reflected in 
the report. 
 

3. Information, Issues and Options 

3.1 Background 

3.1.1 In October, the Member Development Panel agreed the preferred format for 
the Member Development Questionnaire required as a basis for providing the 
data necessary to assess existing skills and experience among the 
membership, analyse training and development requirements and produce 
individual development plans. This is just one of many tasks set out in the 
East of England’s Regional Assembly self assessment template, albeit one of 
the larger ones.  

3.1.2 At the next meeting, in February, a draft questionnaire was approved by the 
Panel and was subsequently circulated, with a deadline of 30th March. 
Unfortunately, and as reported to the Panel in April, insufficient responses to 
form a basis for analysis had been returned by that date and the period for 
completion was extended. 

3.1.3 At the time of writing this report, responses have been received from 47 out of 
54 councillors, or 87%, a figure upon which an analysis is likely to be 
accepted as valid by the Regional Assembly when assessing Breckland’s 



progress towards Charter status. 

 THE SURVEY AND FINDINGS 

 The Survey 

3.2.1 The questionnaire was based upon a ‘best practice’ model, which addresses 
all aspects of the Member Development Framework being put into place. As 
Members will have seen, it sought councillors’ assessments of whether they 
(a) felt confident, (b) required some training or (c) required full training in 
areas such as 

 

• Level of knowledge and skills in terms of the organisation overall 

• Meetings: procedures, participation, scrutiny and challenge 

• Communications 

• Projects 

• Finance 

• The media 

• Current local government issues 

• Strategy 

• Leadership 

• Partnerships 

• Community roles 

• Information technology 
 

3.2.2 It also asked each Member to identify personal strengths, other areas where 
training and development would help make them better councillors and to 
reveal 

 

• Key areas for development 

• How development needs can be met  

• When this should happen 

• Criteria used to measure success 
 
 Summary of Findings 
 

3.3 A statistical analysis of the results of the survey, calculated from the 
electronic version with returns submitted on paper form added, will be 
available for reference at the meeting, together with a summary of individual 
responses. From these, some conclusions are clearly evident: 

 
Knowledge and Skills 

 

3.3.1 Most Members are confident in understanding the organisation, structure and 
services and developing positive relationships with officers and around half 
feel confident with Member champion roles, best value reviews/evaluating 
service improvement and Executive roles. No more than 13% require full 
training in any of the categories in this section, though nearly half require 
some training in the categories mentioned above. 

 
 Meetings 
 

3.3.2 Over 80% are confident in contributing to meetings, decision-making and 
committee procedures and almost 70% with chairing meetings. Although over 
half are confident in scrutiny and challenge, 37% feel they need some 



training. 35% say they need some training on contributing to policy formation. 

 
 Communications 
 

3.3.3 Again, there is a relatively high level of confidence, dropping below 50 % only 
in the “dealing with the media” category, where 49% want more training. 
There is a group of about a third of respondents requiring some training in 
consultation, communicating with clarity, dealing with conflict, advocacy skills 
and encouraging communication across political and council boundaries. 

 
Project Management 

 

3.3.4 There is less confidence overall here and a clear training need for some 
training has been identified by almost half of those responding, in analysing 
and interpreting information, problem solving, project management generally 
and performance monitoring. 

 
Financial Responsibilities 

 

3.3.5 This is the area in which the fewest respondents are confident, with over half 
wanting more training on monitoring financial information, 41% requiring more 
on the budgetary process and almost two-thirds requiring training in the 
negotiation of funding from external bodies. This area is also the one which 
has elicited the highest response overall in the “requiring full training” 
category. 

 
Topical and Strategic Issues 

 

3.3.6 Around half of our Members overall are confident in this area, with between a 
third and two-thirds wanting more training 

 
Leadership Abilities 

 

3.3.7 Most Members feel confident in this area, with the exception of The 
Leadership Academy, where two-thirds require some training. A conscious 
decision is required as to commitment towards this project. 

 
Partnerships 

 

3.3.8 Most Members (70% average) are confident about developing partnerships 
with other organisations, networking skills and representing the Council 
positively, with less than a quarter seeking any kind of training within these 
categories. 

 
Community Roles 

 

3.3.9 Again, most are confident in ward representation, campaigning and identifying 
community needs, with the highest requirement for some training (over a 
third) in interviewing and counselling. 

 
Information Technology 

 

3.3.10 Although two-thirds understand basic ICT concepts and essential IT skills (e-



mail, internet, word processing), between a third and two-thirds require some 
training in spreadsheets, presentations and databases and a quarter have 
asked for full training. 

 

WHAT DOES THIS TELL US? 
 
About our requirements as an authority 
 

4.1 Priorities in individual areas are shown in the Appendix to the report, which 
simply sets out those areas where the greatest need has been identified for 
“full” training and “some” training. Further individual analysis will show how 
these are defined, and the relevance to each Member needs to be taken into 
account (for example, training relating to Executive functions may be required 
at some point, but may not be top priority to every Member at this particular 
time). Subject to this, the raw data suggests that there is a need to provide full 
training to a quarter of our Members on Finance and IT-related issues and 
some training to half the membership in similar areas, plus regional initiatives, 
strategies, interpretation of information and dealing with the media. A 
spectrum of detailed subject areas for development has been identified and 
given rough priorities by the survey and this needs to be translated into a 
programme (or at least used to colour the programme we already have). 

 
About individual requirements 
 

4.2 Most Members are aware of most basic procedures. Although there are some 
identifiable trends where a proportion of Members fall short, individual 
Members will have variable requirements within these areas and, as 
mentioned above, the subjects will have different (and changing) relevance. 
For example, databases and presentation skills, though desirable, will not be 
top priority for all, but the need may become more urgent as the Member’s 
role develops. Individual development will also be influenced by the Member’s 
views on his or her personal strengths and own views on areas for 
development.  

WHERE DO WE GO FROM HERE? 

5.1 Recognise key areas of corporate training and development need identified 
and produce/modify training programmes to relate to this. 

 
5.2 Look at individual returns and evidence from survey analysis and, taking 

account of the personalised part of the questionnaire (assessment of personal 
strengths, key areas identified from personal development and success 
criteria) as well as evidence of corporate training needs, produce personal 
development plans, which will be subject to timings to meet development 
needs and kept under review. 

 
5.3 Determine how best to provide the training: prioritise according to identified 

need individually and corporately and consider providers, method of provision 
(in-house, outside, jointly, courses, seminars, timing etc) over what period 
and in light of budget. 

 

6.0 Options 

6.1 Accept the recommendations and move towards achievement of Charter 
status under the Elected Member Development Programme. 



6.2 Do nothing, with the implication that Breckland does not continue to work 
towards obtaining the Elected Member Development Charter 

7.0 Reasons for Recommendation(s) 

7.1 Breckland is committed to achieving Charter status and all parties signed up 
to this end in March 2006. Personal Development Plans are a major feature 
of the areas of self-assessment which must be completed in order to obtain 
the Charter. 

7.2 As well as being evidence and acknowledgement of a structured programme, 
Charter status, and the production and monitoring of individual development 
plans, demonstrates the Council’s acknowledgement of the importance of 
training and development, geared to personal requirements, in the interests of 
ensuring every opportunity is given to help Members perform their roles and 
represent their constituents to the best of their ability. 

8. Risk and Financial Implications 

8.1 Risk  

8.1.1 The issues covered by the report are not significant in terms of risk.  

8.2 Financial  

8.2.1 None at this stage. 

9. Legal Implications 

9.1 None. 

10. Other Implications    

a) Equalities: No Equalities Impact Assessment been conducted as this is implicit 
in the process.   

b) Section 17, Crime & Disorder Act 1998: None 

c) Section 40, Natural Environment & Rural Communities Act 2006: None 

d) Human Resources: None 

e) Human Rights:  None 

f) Other:  None 

11. Alignment to Council Priorities 

11.1 A Council that listens and delivers services based on the needs of its customers, by 
helping councillors to act as community leaders, champions and advocates. 

12. Ward/Community Affected 

12.1 All 
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APPENDIX 1 
 
“Top Twenty” requirement for full training 
 

Ø Presentations (27%) 
Ø Databases (26%) 
Ø European Computer Driving Licence (24%) 
Ø Spreadsheets (22%) 
Ø Budgetary process (21%) 
Ø Negotiating funding from outside bodies (18%) 
Ø Monitoring financial information (14%) 
Ø Word processing (14%) 
Ø Document preparation (13%) 
Ø Member champion roles (13%) 
Ø Strategy development (12%) 
Ø Active contribution to policy formation (12%) 
Ø Contributing to “best value” reviews (11%) 
Ø Developing strategies with groups (9%) 
Ø Developing and managing constructive relationships (9%) 
Ø Developing partnerships ((9%) 
Ø Networking skills (9%) 
Ø Analysing and interpreting complex information (9%) 
Ø Dealing with the media (9%) 
Ø Scrutiny and challenge/Overview and scrutiny process (9%) 
 
 

 
“Top Forty” requirement for some training 
 

v The Leadership Academy (65%) 
v Regional Initiatives (64%) 
v Negotiating funding from external bodies (62%) 
v European Computer Driving Licence (61%) 
v Databases (61%) 
v Under-represented groups (56%) 
v Spreadsheets (54%) 
v Monitoring financial information (52%) 
v Dealing with the media (49%) 
v Developing strategies with groups (49%) 
v Human Rights Act (49%) 
v Analysing and interpreting complex information (47%) 
v Evaluating options to improve services (47%) 
v Project Management (47%) 
v Social exclusion (45%) 
v Community planning (44%) 
v Strategy development (43%) 
v Monitoring performance (43%) 
v Crime and disorder (42%) 
v Contributing to “best value” reviews (42%) 
v Different methods of consultation (41%) 
v Budgetary process (41%) 
v Freedom of Information Act (40%) 
v Interview skills (40%) 
v Presentations (40%) 
v Executive roles (39%) 
v Dealing with conflict (39%) 
v Encouraging communication (38%) 
v Counselling skills (38%) 
v Essential IT skills (38%) 



v Scrutiny and challenge (37%) 
v Promoting social and economic well-being (37%) 
v Problem solving (36%) 
v Active contribution to policy formation (35%) 
v Advocacy skills (35%) 
v Identifying community needs with groups (34%) 
v Increasing participation in partnerships (34%) 
v Supporting people with change (34%) 
v Communicating with clarity (34%) 
v Member champion roles (31%) 
 

 


