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Introduction

This document represents the approach by South East Employers and Local Government Improvement & Development in how to undertake assessment of authorities to award the Charter for Elected Member Development. 

It is meant to act as a guide, and is not totally prescriptive.  It is based on the belief that people will approach assessments with the right attitude and use their experience and skills to make appropriate judgments. 

The process of assessment is about determining whether or not the authority is adopting good practice in terms of building elected member capacity.  If we keep this in mind, when examining portfolios or doing interviews, and consider maintaining the integrity of Charter status, it will help authorities improve and the Charter will be seen as a valuable tool for a strategic approach to member development.
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The Assessment Team

South East Employers will determine who will be on the Assessment Team. The team will comprise of an officer, an elected member peer and representation from SEE. 

The elected member peer should be an accredited LGID peer member for quality assurance purposes.  Peer members and officers will be from an authority that has met or is working towards the Charter.
South East Employers is responsible for the overall management of the assessment and will act as the lead assessor. This will include ensuring that all administration is carried out prior to the assessment, confirming the interview schedule, take the lead in the assessment and ensure that the report is quality assured and provided to the authority within the timeframe.

The elected member peer is there to provide challenge, support and to contribute to the assessment.

Both officer and member peers will be briefed as to what is expected from them.  All officer and member peers will be required to undertake training prior to an assessment.  

The rules of confidentiality and copyright will apply.

The Portfolio of Evidence 

The authority will have provided a self assessment against the Accreditation Guidelines.  This will be presented as part of the portfolio and will also include supporting evidence as to how it believes it meets the principles of the Charter.  The portfolio should also provide a background profile of the authority, a story board to how they approached the charter and plans for the future improvement of member development.

The authority should be selective in presenting evidence and not present too much information.  For example, providing extracts rather than full reports which can be made available on site. 

The assessment team need to be mindful that the example evidence in the Guidelines is not a requirement.

Use your judgement to assess evidence provided.  

1. Is the evidence appropriate for the particular guideline it is matched to?

2. Does it provide evidence for other guidelines in the Charter?

3. Is the evidence for particular guidelines sufficient?

4. Does the evidence for particular guidelines have currency?

5. Are there any weak areas or gaps?

6. Does the evidence suggest a sustainable approach?

7. Are activities embedded or are they still in a process of evolving?
8. What is being done that shows innovation?

9. What is the authority doing well to build elected member capacity?
You will use the information from the portfolio to inform the interview plan and questions.

The Assessment Day

You will have agreed with the authority who you want to interview, namely:

1. The Leader of the council

2. Member Development Group representatives
3. Leaders of the minority parties
4. A minimum of seven non-executive members including at least one recently elected.  This will be in workshop format.
5. The Chief Executive

6. Member Development Officer / Responsible Officer

7. Frontline Officer 

Interviews will last between twenty and forty-five minutes. The workshop will last forty-five minutes.
The interview plan will focus on getting answers to the questions presented in the Guidelines.  For example we are looking to answer ‘what this means in practice’ for the authority.  

You will pick up on matters you have identified from the portfolio as needing further exploration.  This may be where there is insufficient or no evidence, or where evidence is not current or not innovative or does not demonstrate good practice taking place.

The examples of the verbal evidence (listed in the guidelines) may be used to formulate questions.  

In essence you want to confirm:

· that the authority is doing what it says it is doing

· that there is a real and active commitment to the Charter guidelines 

· that it is meeting the Charter Accreditation Guidelines

Some example questions
The example questions listed are broad and should help provide answers relating to various elements of the guidelines:

The Leader

1. Tell me about what member development is doing for this authority?

2. How does this fit with what the council is trying to achieve?

3. How does member development get the resources it needs?

4. How do you show your commitment to member development?

Deputy Leader / Member with responsibility for Member Development

1. Tell me what you see your job as being with regard to member development.

2. How do you know / find out that member development is adding value?

3. How does this fit with what the authority is trying to achieve?

4. How is member development resourced?

Minority Group Leaders
1. Tell me about how member development works in this authority.

2. How is your group involved in planning member development? 

3. How do your members access the training and development that they need?

4. How do you show your commitment to member development?

Non-Executive members

1. Tell me about the positions you hold as a councillor. 

2. What arrangements are there to support your training and development?

3. How has training and development helped?

4. How do members help each other to learn?

5. If there is one thing you would like to see change about member development, what would it be?

6. As a newly elected member how did you learn about the authority and what was expected from you? 

Chief Executive

1. Tell me about the approach to member development in this authority.

2. How does it link with what you are trying to achieve as an authority?

3. What do you see as the strengths and areas for development?

4. What are you getting from the investment in member development? 

Responsible Officer

1. Tell me what you do in terms of member development.

2. What support do you get?

3. Tell me about the budget for member development?

4. How do you link members’ needs with what the authority is trying to achieve?

5. What have been the benefits from the investment in member development?

6. What has been done to improve member development?

7. What are you particularly pleased with in member development?

8. What do you see as being the next steps in making improvements? 

Interview Technique

Prior to the Interview at the start of the Assessment Day
· Agree with the member peer the areas to be covered and what you are trying to establish
· Agree who will take the lead for each interview and workshop
· Refer to the interview plan 
At the Beginning of the Interview

· Introduce yourself

· Check that the interviewees know what the process is about

· Stress that it is a voluntary process which the council opted for and that it is keen to improve

· Stress that the interviews are confidential in that nothing is attributable to anyone as an individual

· Make them aware that notes of each interview are been taken to support the Charter report
During the Interview

· Remember that you are there to listen and to find out as much information as possible.  The interviewees need to be speaking much more than the interviewers

· Avoid talking about your own authority/ organisation and experiences unless it is strictly relevant to do so

· Ensure that the assessment team cover the ground you would like to, and that all the team have the opportunity to contribute to the interview
· Do not mention in the interview comments made by named interviewees during the assessment
· Stick to the Charter requirements.  Do not be side lined by personal interests 

At the End of the Interview

· Ask if the interviewee(s) has any questions they would like to ask

· Thank them for their time

· Don’t comment on how they are or are not meeting the standard 

· Advise them when the report resulting from the assessment  will be available and that they will be able to ask the authority for a copy

Awarding the Charter
The assessment team will discuss the evidence and make a judgement whether or not the authority is following good practice guidelines.  It will make a judgement as to whether the commitment to the guidelines are sustainable.  The team also will have identified areas of weakness or the potential for further improvement with suggestions as to how this might be achieved.

Should the team believe that the council is not yet ready to be awarded Charter status, they should identify critical gaps and consider recommending reasonable timescales by which these might be achieved.

The Report

The report is to provide the council with feedback on how it meets the Charter Guidelines, areas where it might improve and suggestions as to how this might be achieved.  The report will also highlight additional evidence required should the authority wish to proceed with Charter Plus.  The report writer should take into account that this report is likely to be quoted from and will possibly be used to support additional assessments.
Introduction and background information

A written summary of the outcome, findings and comment under the key headings

· Commitment to councillor development
· Strategic approach to councillor development
· Learning and development is effective in building capacity

· Supporting councillors
Improvement Plan – To include a three year improvement plan with suggested assessor and authority recommendations.  The report will also include a gap analysis outlining the additional information required to meet the Charter Plus standard. 
Mark Palmer
South East Employers
June 2011.

An 18 month review meeting is arranged with the authority after Charter accreditation and discussions regarding reassessment against the Charter/Charter Plus within three years








  


The Charter report is sent to the authority within four weeks of the assessment date








Assessment day takes place and the outcome of the assessment is given including feedback











Interview questions are sent to each member of the assessment team





Two weeks before the assessment the


portfolio of evidence is submitted


including a story board and completed self assessment





Assessment schedule agreed with authority








Assessment team allocated  (to include at least 1 member peer, 1 officer peer and representation from SEE - Assessment team biographies and guidance for assessment sent to authority prior to assessment 





Authority applies for assessment against the Charter (within three years)  








Authority signs up to the Charter and draws up an action plan following completion of the Self Assessment document
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