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Summary 
 

This report provides an update on learning and development opportunities aimed at 

the H&F workforce.  

 

 
Recommendations 
 

1. That the committee notes the progress made and plans going forward. 
 

 
Wards Affected 
None 
 

H&F Priorities Summary of how this report aligns to 
the H&F Priorities  

Creating a compassionate council Our learning and development 
opportunities align with the council’s vision 
to improve employment and career 
pathways opportunities for the workforce 
and in turn the local community particularly 
in light of our commitment to the workforce 
to ‘grow your own’ initiatives via our Get 
Ahead Programme and upskilling in terms 
of future skills and employability.  

Being ruthlessly financially efficient During the pandemic we have reviewed 
our offer in terms of virtual learning where 
appropriate which has enabled us to 
reduce our spend on traditional learning 
initiatives and re-focus on transformation 
learning initiatives 

Taking pride in H&F The progress offered by way of H&F’s Earn 
While You Learn initiative offers both 
internal and external opportunities for 
future employment skills and personal 
development which aligns with the vision of 
making H&F a great place to work. 



 
Contact Officer: 
 
Name:  Mary Lamont   
Position: Strategic Head of People & Talent   
Email:  mary.lamont@lbhf.gov.uk 
 
 

 

Appendices – None 

Background Papers Used in Preparing This Report - None 
 

 
Background  

 

This report provides an update on learning and development opportunities aimed at 

the H&F workforce.  

1. This year, we have launched H&F’s Academy Earn While You Learn (EWYL).  

EWYL encompasses both apprenticeships and internships and is our bold 

ambition to commit to "Every resident in H&F having the chance of an 

apprenticeship or work placement….so that they can maintain the skills and 

confidence they need to find the career that is right for them.”   

 

2. EWYL also supports the personal development and growth of the Council’s 

workforce. 

 
3. This paper provides an outline on our progress in delivering our bold ambition 

and updates on the progress of our very successful leadership programmes 

namely Future Leaders, World Class Manager (WCM) and more recently 

Emerging Leaders. 

 
Measurement/performance  
 
4. The success of our learning and development offer is measured through 

internal progression shown in workforce analytics data. In addition, officers are 

developing staff sentiment surveys which will be launched towards the end of 

this year and will be benchmarked using the engagement index from the Best 

Companies survey undertaken in 2018. 

 

5. We will also measure success against the plans and outputs that will be 

developed as part of the emerging tackling racial inequality work stream. 

 
6. All learning is supported by evaluation and this data is also collected and 

analysed in terms of any future offers. 

 
 
 



KEY HEADLINES 
 

H&F Academy Earn While You Learn (apprenticeship programmes) seeks to 

maximise apprenticeship completions, encourage borough residents to work 

for the Council and improve the skills and qualifications of the workforce. 

 

 We currently employ 70 apprentices (20 residents, 50 existing employees) 

with (projected 104 in 20/21).  Of the 70, 41 are new starts this year. 

 We are performing at a rate of 1.42% (apprenticeships as a % of the total 

workforce including schools) against a government target of 2.3% 

 Approximately 60% of our Apprenticeship Levy is committed with 

approximately £243,500 spent to date and £352,000 in the pipeline  

 Appendix 1 provides a detailed breakdown of programme numbers, duration, 

associated costs and some key benefits. 

 Appendix 2 provides metrics as of end March 2020. 

 

World Class Manager (WCM) offers all Council officers with staff line 

management responsibilities a people management qualification.  

 

 76 managers have completed World Class Manager since its launch in 2018. 

 WCM undertake an evaluation for each cohort.  The results and improvement 

rates are included at Appendix 1.  Highlights include: 

o Increased my impact as a manager (92.3% respondents)  

o Improved the way the goals are set for managers and their teams 

(92.3%)  

o More impactful appraisals (100%) 

o Improved time management (92.3%) 

o Improved team briefings (80.7%)  

o More effective meetings (100%)  

o Better understanding of customer needs and how to meet them 

(92.3%)  

o Can create a high performing team (96.2%) 

o Development of themselves and their teams (92.3%) 

o Improved relationship with my manager (92.3%) 

o Improved presentation skills (92.3%) 

o Ability to think and plan more strategically (96.2%) 

 

 66 managers have commenced World Class Manager this year (Cohort 3). 

 As a result of the World Class Manager offer, a regular managers network, 

run by WCM alumni, is now fully embedded, held on a monthly basis and 

supported by managers who have completed the course 

 We are now planning to launch World Class Manager II early next year 

 



Future Leaders is a sponsorship leadership programme, whereby the strategic 

leadership team and Cabinet nominated future talent to compete for this 

leadership development course 

 

 The first cohort of Future Leaders was launched in 2019. 

 15 candidates were nominated by members of the senior leadership team and 

Cabinet Members. 

 The graduation event is planned to be scheduled following the end of the 

programme in May 2021. 

 Since the launch in 2019, of the 15 candidates, 27% have experienced some 

form of career progression (successfully appointed to a more senior graded 

role or on a Get Ahead opportunity). 

 We are due to launch Cohort 2 of Future Leaders in April 2021. 

Emerging Leaders 
 

 A brand-new management development offer launched this year hosted by 

Solace in Business (part of the SOLACE group, a well-established 

consultancy specialising in supporting the public sector) which will offer 

learners an accreditation from the Institute of Leadership and Management 

(ILM) of a Level 5 Diploma.  

Get Ahead Programme is the Chief Executive’s signature development 

programme offering Council staff the chance to get ahead by trialling jobs 

(fixed term ‘acting up’ opportunities); accessing additional development 

courses; self-promotion through their Delve profile (Office 365) 

 137 employees are currently active on the Get Ahead register 

 197 development opportunities have been advertised since January 2019 

 109 permanent opportunities, 68 secondments and 11 Project Based 
Learning/shadowing opportunities offered since January 2019 

 It is now mandatory for all job opportunities to be advertised via Get Ahead 
before being externally advertised. 

 New development to interface Get Ahead into the Learning Zone and Power 
BI which will greatly enhance our ability to report accurately and more 
effectively on our workforce profiles with a particular focus on ethnicity and 
career progression. 
 

All staff: Learning Zone and online modules  
 

 Over 100 wellbeing, personal growth and skills online e-learning modules are 
available to staff.  A few examples include: 
 
Avoid Burning Out 
Letting Things Go  
Positive Thinking  
Work and Life Balance  



Remote Working Myths 
Multitasking Myths 

 e-learning is available online so staff can learn at a time and day that suits 
them – perfect for learning from home and supports new ways of working 

 

 Profiling modules on a monthly basis focussing on staff wellbeing, 
productivity, digital upskilling and management development. 
 

 During Q1 and Q2 this year, of 2,034 staff, over 8,646 online modules have 
been completed via the Learning Zone.  
 

 A new online module of unconscious bias was introduced in June this year on 
a non-mandatory basis initially and analysis of completion rates is at 18%.  
We have since introduced the module as a new mandatory online course for 
all new starters and compliance rates will be monitored with a view to 
ensuring a completion rate of 95% in line with our mandatory Information 
Security and Data Protection modules. 
 

 Over 90% of staff have completed the mandatory online information security 
and data protection modules 1 and 2 
 

 Reports setting out completion rates for mandatory training are now being 
presented to SLT on a regular basis.  SLT and line managers have the ability 
to run reports and monitor compliance of direct reports via the Learning Zone 
dashboard through self-service. 
 

Employment Law training for Managers Forum 
 

 Introduction of Employment Law updates for managers forum (top 150) start 

in November and training on informal resolution, disciplinary investigations, 

report writing, and disciplinary hearings commence in early 2021. The 

purpose of this is to limit the requirement for managers to need HRBPs to 

attend every meeting, improving managers’ confidence and capability and 

enhancing the efficiency of People and Talent. 

Corporate induction & mandatory training 

 Work is currently underway to update our corporate induction online offer and 

introduce mandatory training for all staff on resident/customer service skills 

and dealing with conflict.  Chart 2 below provides details on existing 

mandatory training for new starters. 

Corporate Learning & Development - ALL H&F Staff  Where to find 
Mode of 
learning 

Completion 
Time Frames 

Refresher 
required 
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Welcome to H&F – corporate induction day 
 

Learning Zone Virtual 12 weeks No 

Induction - Welcome to H&F Learning Zone E-learning 1week 2 years 

Induction - How the Council Works 
 

Learning Zone E-learning 1week 2 years 

Induction – Unconscious Bias and Equality & 
Diversity in the Workplace 

Learning Zone E-learning 1 week 2 years 



Induction - Workplace Wellbeing Training Learning Zone E-learning 1week 2 years  

Induction - Data Protection Learning Zone E-learning 1week 2 years  

Induction - Information Security Learning Zone E-learning 1week 2 years  

DSE (Display Screen Equipment) Awareness 
 

Learning Zone E-learning 1week 2 years  

Health and Safety Induction 
 

Learning Zone E-learning 1week 2 years  

Induction - Fire Safety Awareness Training 
 

Learning Zone E-learning 1week 2 years  

Induction - Manual Handling Training 
 

Learning Zone E-learning 1 week 2 years  

       

Chart 2 
 
A MORE DETAILED LOOK AT EACH PROGRAMME  
 
Emerging Leaders 
 
7. The emerging leaders programme aligns with our ‘Earn as you Learn’ vision to 

develop degree level apprenticeships and an ambitious skills programme.  The 

programme aims to offer learners an accreditation from the Institute of 

Leadership and Management (ILM) of a Level 5 Diploma.   

8. The programme was launched in September 2020 via Get Ahead seeking 

applications from staff of all levels.  Successful candidates were required to 

meet set criteria and selected via an internal shortlisting process.  The training 

is being delivered by Solace who were successful in their bid to provide the 

training following a competitive procurement exercise. 

9. The programme is funded through the Apprenticeship Levy and we currently 

have a cohort of 6 managers registered as participants with an intention to 

onboard a further cohort of 6 in April 2022. 

10. The duration of the course is 23 months for a full-time employee with this being 

extended where the employee works part time.  The modules are supported 

through a variety of learning events including workshops, online learning, 

project work, tutorials and written assessments.  The expectation is that 20% of 

the working week will need to be contributed to the course by the learner.   

11. The course focuses on the development of technical and behavioural 

competencies, and upon successful completion each learner will be accredited 

with the ILM Level 5 Diploma for Leadership and Management.  

12. Modules will be covered by group workshops, online learning, project work, 

tutorials and written assessments bespoke to the public sector.  As part of the 

criteria for selection on the programme it is proposed that we consider an 

additional internal requirement for the learner to have completed the World 

Class Manager programme.  The line manager of the learner will be expected 

to attend regular sessions with the learner and tutor for each module to discuss 

the project and set targets to ensure a joined-up approach.  



13. Cohorts will benefit from senior leaders from councils attending sessions as 

guest speakers, discussing hot topics that influence work, as well as setting 

projects for the learners, with great success stories that have seen the adoption 

of new process as a result. 

 
Future Leaders Programme 
 
14. The Future Leaders programme is our flagship leadership development 

programme, initiated by the Leader and the Chief executive and launched in 

2019 in partnership with Roffey Park, a charitable trust which is internationally 

recognised for developing innovative learning approaches that enable 

individuals to achieve their full potential both at work and in their wider lives.   

15. Candidates for the Future Leaders Programme were all nominated by the 

Senior Leadership Team and/or Councillors.  Once nominated the Future 

Leaders were required to demonstrate why they should be selected to a panel 

made up of the Chief Executive and members of the Senior Leadership Team 

either on a face to face basis or via a video link.   

16. The Future Leaders Programme needed to deviate from the original schedule 

due to COVID-19.  This resulted in the postponement of the Large Group 

Intervention (LGI) which is a group activity built into the programme.  Proposals 

will be considered for a rescheduled LGI event to be held virtually between now 

and the end of March 2021.  In the event that the LGI can go ahead it will be 

aligned to an emerging issue arising out of the pandemic and recovery. 

17. During modules 1, 2 and 3 which took place on site at Roffey Park, the Future 

Leaders group were asked to consider and identify suitable topics for further 

expert led workshops to support and build on learning from the modules. 

18. 4 expert-led workshops have been identified which can be hosted by The 

Roffey Park Institute on a virtual basis.  Delivery of these modules will be 

scheduled to take place between now and the end of March 2021. 

19. The graduation event will be scheduled in early April/May 2021 however this 

will be subject to the delivery of the LGI. 

20. Since the launch in 2019, of the 15 candidates, 27% have experienced some 

form of career progression. 

21. Subject to Covid 19 adjustment the launch of the 2nd Cohort of the Future 

Leaders Programme will in May 2021. 



 
Figure 1. Future Leaders’ programme of events 

 
World Class Manager Programme 
 

22. The People Strategy of Hammersmith and Fulham Council places a strong 

emphasis on coaching and leadership. All staff are encouraged to challenge 

themselves and the way they work to empower the organisation and its 

residents to produce better outcomes for the H&F community. H&F have been 

working with Global Growth Institute (GGI) for three years and continues to 

benefit from the implementation of the World Class Manager blended learning 

programme.   

23. Since the launch in 2018, 142 managers have enrolled on this training.  All 

managers are expected to undertake the training and the only criteria for 

registering is that candidates are already managers. 

24. The World Class Manager is a blended course of 12 modules which includes 

key components of managerial behaviour.  

 World Class Manager Modules 

Team Development    Goal Setting 

Delivering Appraisals Managing Meetings 

Time Management Understanding Customers 

Presentation Skills Developing self and others 

Effective Communication Managing Upwards 

21
st

 Century Management Strategic Management 

 
How we implement the World Class Manager programme 
 

25. The World Class Manager programme formed part of our foundation of 

leadership and management development with the aim of providing a 

benchmark for individual management behaviour. The programme helps 

managers to critically review facets of their interaction with their employees 

and planning tasks. 

26. H&F coupled the programme with action learning sets to introduce 

opportunities for networking amongst managers and encourage managers to 



support and challenge each other in a form of “group coaching”. Furthermore, 

the coaching approach of managers was reinforced with an intensive one-day 

introduction to Coaching delivered by an occupational psychologist. 

27. The modules are well researched, concise and pragmatic and have proved 

popular with our managers. With over 95% of managers reporting 

improvements in their management practice. 

28. The programme inspired graduates of the programme to establish a World 

Class Managers Forum to facilitate networking, knowledge sharing and 

discussion of managerial issues. This in turn has led the group to consult with 

the Senior Leadership Team and challenge support functions on the 

refinement of management policies, processes, and practice within 

Hammersmith and Fulham Council.  

29. Many graduates of the programme volunteered for prominent roles in a 

cultural transformation process ongoing at H&F called the “H&F Way” which 

aims to have a staff engagement drive to tackle key challenges around 

inclusion, behaviours, recognition, performance management and wellbeing. 

30. Graduates of the programme also play a vital role in offering mentoring to our 

National Management Trainees and other staff within H&F. 

31. Furthermore, many of the initial graduates of the programme were 

subsequently nominated for succession development in H&F’s Future 

Leaders initiative and will spearhead strategic projects for H&F Council. 

32. We are exploring a proposal to launch World Class Manager 2 which would 

be available to those that have completed World Class Manager and will 

support continued professional development. 

Get Ahead  
 

33. The Get Ahead Programme is an initiative of the Chief Executive to provide a 

platform for self-starter staff at all levels who would like to develop and grow 

their career.   Any employee of H&F is eligible to register to the Get Ahead 

Programme. 

34. The Get Ahead Programme has continued to grow in numbers from registered 

staff members, developmental opportunities and many learning activities. To 

support the Get Ahead vision we currently offer secondments, shadowing, 

project-based learning opportunities and lunch and learn workshops. 

35. The nature of our frequent opportunities, variety of placements and 

developmental opportunities offered means that we are offering staff the 

opportunity to “Get Ahead” creating a buzz for internal progression which 

aligns with our people strategy.  

36. The overarching aim of the programme is:  



 To support staff development and career progression – optimising talent 
management.  

 To promote secondments, internal job opportunities, training and other 
career development opportunities.  

 Retain our Talent and Grow our Own. 

37. Get Ahead has had a great take up in line with the last staff survey results, 

which highlighted that staff wanted to be developed. The Get Ahead 

programme currently has 137 employees registered out of a total workforce of 

2,034 employees.  

38. The following charts below details the take up of Get Ahead based on 

department. 

 

 
 

The following chart demonstrates the ethnicity count of staff registered on Get Ahead 
by each department.   
 

 
 

39. A total of 197 developmental opportunities have been advertised since 

January 2019. As part of the ‘Get Ahead’ offer we aim to source various 

opportunities to provide to staff. These developmental opportunities include 

secondments, permanent and fixed term opportunities, shadowing and Project 

Based Learning opportunities.  
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40. The table below demonstrates the current figures of job positions that have 

either been successfully filled or are currently still in progress based on 

directorates.  

Directorate Recruitment 
in Progress 

Successful 
Recruitment 

Unsuccessful 
Recruitment 

Grand Total 

Children's Services (CHS) 3 7 9 19 

The Environment Department 9 11 17 37 

Social Care (ASC) 5 3 6 14 

The Economy Department 35 32 18 85 

Resources 1 14 12 27 

Finance 3 10 2 15 

Grand Total 56 77 64 197 

 

41. The following table below demonstrates the breakdown of the types of Get 

Ahead opportunities:  

No. of Project Based 
Learning Opportunities 

No. of Secondment 
Recruitment 
Opportunities  

No. of 
Permanent 
Recruitment 
Opportunities 

Grand 
Total 

11 69 117 197 

 
  

 

 
42. The Get Ahead programme has successfully seen 77 employees appointed 

into Get Ahead roles including the current Director of Finance and Director of 

Resources who sit in the strategic leadership team 

43. The programme has given employees the opportunity to Get Ahead in their 

career, either progressing into senior roles or making a lateral career move. 

Childrens
Services

Finance Resources Social Care The Economy
The

Environment

White 5% 5% 5% 1% 18% 9%

Not Known 4% 4% 4% 0% 7% 3%

Mixed 0% 3% 0% 1% 1% 0%

Black 1% 1% 7% 1% 9% 3%

Asian 0% 1% 0% 0% 4% 1%
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This in turn has initiated the development of some amazing success stories of 

career progression and opportunities for employees at all levels.  

44. It is now mandatory to advertise all vacancies on Get Ahead and all 

opportunities are published weekly via our corporate communication platform. 

OUR LEARNING & DEVELOPMENT VISION FOR 2021/22  
 

45. We are currently developing our vision for 2021/22 which will be aligned to our 

People Plan and transformational new ways of working: 

 Learning & development needs will be identified through a new appraisal 

process with personal development plans 

 There will be a specific focus on digital transformation and creating a 

customer-centric culture 

 Priorities will be informed from intelligence gathered through regular 

employee engagement sentiment surveys. 

 Outcomes resulting from the work associated with the H&F Way working 

groups and the newly established Race Equality Groups  

 Evaluation of return of investment. 

46. Our H&F corporate learning plan for 2021/22 will be launched before the end 

of March 2021 in line with Council vision and values. 


