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Report to 2010 Rotherham Ltd

ITEM NUMBER: 6

	MEETING:
	Board


	DATE:
	14th January 2009


	TITLE OF REPORT:
	Board Development Review 2008


	ACTION REQUIRED:
	Decision


	FINAL DECISION TAKING BODY:
	Board


	CLASSIFICATION:
	Public


	RECOMMENDATION(S):
	The Board considers the recommendations arising from the recent appraisal process and agrees which should be taken forward.


	REPORT OF:

Contact details:
	Teresa Butler, Director of Business Development

Tel: 01709 334373

Teresa.butler@2010rotherham.org


	EXECUTIVE SUMMARY:
	The attached report details the process, findings and recommendations of the external consultant appointed to undertake an appraisal of the Board and non-executive directors.

The consultant will attend the meeting to present his findings and recommendations personally.


	IMPLICATIONS:
	

	CONSULTATION:
	A subgroup of the Committee was involved throughout the process of selecting the consultant.

	FINANCE AND VFM:
	A budget of £8,000 was set aside for carrying out the Board Appraisal.  That allocation will need increasing to meet the additional costs of arrangements required to interview all non-executive directors and to attend the Board meeting in January (not included in the original specification or quote); there is sufficient remaining in the Governance budget to meet the extra cost (currently estimated at £1,600).

	RISK:
	If systematic appraisal is not undertaken, development needs of the Board and its individual members will not be identified and addressed.  Appraisal is an essential part of good governance.

	LEGAL:
	The company is governed by its Memorandum and Articles of Association and the Management Agreement with the Council.  The provisions of this paper fall within that legal framework and the procurement of the provider was in accordance with the company’s scheme of delegation and financial procedures.

	PERSONNEL:
	Some staff time was required to liaise with the provider and Board Members; there will also be staff and Board time required to implement the recommendations.

	ENVIRONMENTAL:
	If possible, correspondence and records will be electronic.  Any printing will be double-sided.

	EQUALITIES/DIVERSITY:
	The appraisal methodology will ensure E&D values are maintained and the process may identify issues to be addressed to further strengthen the Board.

	Introduction

Following preliminary work by a subgroup of the Audit and Governance Committee the firm of Anthony Collins Solicitors LLP was selected to develop and implement an appraisal process for the Board of 2010 Rotherham Ltd.  

Methodology

The consultant observed non-executive directors at the Board meeting on 5th November and around that time undertook private interviews with each of them, face to face or, if necessary, by telephone.  Only one director was unable to participate due to illness.

Outcomes

Each director has received notes of their private interview with the consultant which will form the basis of personal development plans.

Attached is the consultant’s report setting out the collective assessment of the Board and recommendations to improve its effectiveness.

Next Steps
The consultant will attend the Board away-day on 14th January to highlight key issues for the Board to consider and to agree which of the recommendations should be acted upon to improve effectiveness.

Appendices/supporting information

Board Development Review 2008 (prepared by Anthony Collins Solicitors LLP)
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Board Development Review 2008

	1. BACKGROUND
	In accordance with recognised best practice, the Board has decided its Development Review should be facilitated by external advisers.  

We have been commissioned to carry out this role, and our report sets out a number of findings based on the process detailed below.  

The report also contains a series of recommendations for the Board to consider.  These are summarised, for ease of reference, in Annexure 1.



	2. OBJECTIVES
	The objectives of the Board Development Review were to:-

· encourage positive behaviours;

· identify steps to enhance the effectiveness of the Board; and

· provide a “yard-stick” by which to measure progress.

The process undertaken to deliver these objectives had three constituent parts:

· analysis of a preliminary Questionnaire concerning Board behaviours;

· a series of “one-on-one” interviews with Directors; and

· observation of the Board Meeting held on 5 November 2008.



	3. CONTEXT

	As with all reviews of this nature, it is essential to identify what stage of development the organisation as a whole has reached and what challenges it has faced in the past.

In this respect we note the following:-

· 2010 Rotherham was launched in May 2005;

· during the initial set-up phase, much time and energy was devoted to establishing the policies and procedures necessary to gain two star status; 

· that status was duly secured in early 2006 following the first Audit Commission inspection; 

· since then, there have been a number of changes at Senior Executive level;  

· these will undoubtedly have had an impact on the organisation as a whole, and in turn, on the development of the Board;

· the most recent Audit Commission inspection took place in June this year; 

· whilst the organisation has retained its two star status, the Audit Commission identified a number of areas to be addressed; and

· in particular, the Audit Commission noted that progress in responding to its previous recommendations had been insufficient and not sustained.



	4. THE QUESTIONNAIRE

	Directors were asked to assess their own, and the collective performance of the Board, in relation to six key areas, namely:-

· team work;

· working with Officers;

· listening skills;

· making a contribution;

· decision-making; and

· understanding roles and responsibilities.

The basis for scoring was a scale of 1 – 6 (1 being excellent and 6 being poor).  Directors were also asked to add written comments to help place their scores in context.  The results from this Questionnaire are summarised in Annexure 2.  

We note the following:-

· the individual self-assessments tended to be higher than those for the Board as a whole.  This is not an unusual phenomenon;

· the collective Board scores provide the more realistic basis for assessment, and we recommend these are used to benchmark progress when the next Development Review is undertaken;

· the average scores for the Board as whole fell in the upper part of the range for each of the six key areas;

· however, low marks were awarded by some Directors in relation to three key areas – “making a contribution”, “decision-making” and “understanding roles and responsibilities”; and

· the last of these (“understanding roles and responsibilities”) produced the lowest score of all.

As regards the comments made by Directors in the questionnaire responses, some of these expressed contradictory views.  This reflects the fact different Directors will see things from different perspectives.  However, the subsequent interview process enabled us to clarify what was the majority view in relation to each of the key issues.



	5. INTERVIEWS

	Interviews took place in November 2008.  The majority were conducted in person at your Head Office, the remainder being carried out over the telephone.

All Directors expressed clear views, and a number of consistent themes emerged.  These are explored in greater detail in the next part of our report.  

We have included in each section a number of anonymised quotes from various Directors that illustrate the points made.  



	6. THE APPRAISAL PROCESS
	At the conclusion of each interview, Directors were asked to comment on the appraisal process itself.  

The views expressed were very positive.  Directors appreciated the reasons for the review and confirmed that questions were raised in all the right areas.  

“I enjoyed the development review.  It gave me the opportunity to comment in a friendly and informal atmosphere.  The review provided me with some things to think about that otherwise I might have missed.”

“The interview process has been very useful to allow me to air my own views.  I think the questions asked were all relevant.”

“I have no problems with the assessment process.  I think you are asking the right sort of questions.”



	7. BOARD PAPERS

	Directors had mixed views concerning the format of reports and paperwork.  Whilst many noted progress had been made in this area, some commented on the amount of the paperwork and the extent to which it communicated key points effectively.

“It could be a bit more streamlined and focused.  We need to read the papers carefully, and sometimes there’s just too much to look at.”

“I find the Board papers very flowery and far too long.  There are too many of them.”

“I think we get too many Board papers.  They are too complex and too operational.”

We do believe further improvements can be made to the Board paperwork, and we set out below some suggestions to consider:-

· first, Board papers can often be seen as impersonal.  It may help for the CEO to prepare a short introduction for each Board pack; 

· this could contain one or two relevant “war stories”, together with some general commentary on the most significant item that will be debated at the meeting;

· a CEO commentary will both add a personal touch to the papers and help Directors focus on the key issues more effectively;

· on a similar basis, technical reports can often be dry.  It may help for the Officer concerned to give some thought as to the key questions the Board should be considering;

· these could be included in a short table at the beginning of the report with space for Directors to make their own notes in advance of the meeting;

· this will again provide focus for the subsequent discussions.  In addition, encouraging Directors to make notes will help those who are less confident to make a contribution during the meeting itself;

· one Director has suggested the papers be colour-coded.  This could help distinguish between reports for information and reports that require action; 

· finally, but most importantly, we recommend you seek actively to reduce the amount of paperwork Directors receive; 

· often the temptation is to err on the side of caution and include unnecessary material just to be on the safe side;  

· we recommend you take the opposite approach, and resist adding anything to the Board pack other than materials relating to issues of strategic importance and key performance monitoring information;

· in this respect, it may be helpful to link Board papers to a small number of agreed “key themes”.

We comment on this in some greater detail in the next section of our report.



	8. AGENDA
	A number of comments were made during the interviews concerning the balance between operational and strategic issues.  Clear views were expressed that too often the focus was on the former, to the detriment of the latter.  

Comments were also made about the length of Board Meetings.  Whilst it was acknowledged things were getting better, there still appears room for further improvement.

“My biggest issue about the Board papers is whether they allow us as Directors to make the strategic discussions that are needed”.

“I wonder if having too many Board Meetings says something about our confidence?”

“We always have a very heavy Agenda.  We’ve had lots of urgent matters to deal with.”
Whilst we appreciate the Board Meeting we observed may not have been typical, there was a very full Agenda, but little in the way of strategic discussion.  There was opportunity for this (for instance at the end of the opening item on the Affordable Housing Strategy) but in contrast to other less strategic issues there was comparatively little debate.

Now 2010 Rotherham is moving past the initial phase of establishment, this may be a good opportunity to review what the Board should focus on.  We suggest the Board sets aside time to consider the following questions:-

· what things do we do currently?

· why?

· how effective are we in doing these things?

· could they be done elsewhere?

· where should we invest our time for the future?

The over-arching objective should be to reduce the length of Board Meetings at the same time as increasing significantly the proportion of strategic business.



	9. KEY THEMES


	As regards the last of the questions (namely “where should we invest our time for the future?”), the arrival of a permanent CEO may provide a good opportunity to review, agree and prioritise the key areas of strategic concern to be addressed during the next twelve months.  Agreeing, say, five “key themes” could help shape the format of the Board papers, the Agenda and the ensuing discussions.

In choosing the “key themes” we recommend the Board consider:-

· the main external drivers that will impact on 2010 Rotherham during the next twelve months;

· the key strengths and weaknesses of the organisation; and

· the challenges and opportunities that arise as a consequence of the above.



	10. DISCUSSIONS

	A number of positive comments were made concerning the quality of Board debate.  Directors felt they had an equal opportunity to speak, that discussions were frank and honest and that different points of view were accorded proper consideration. 

“The Board generally gives people time.  We listen and respect each other and there is ownership in what we do.  Everyone speaks their mind.”

“We do listen to each other – it’s part and parcel of the job.  It’s not just about talking, it’s about listening to other Directors.”

“When I joined the Board, everyone stressed I had the same rights and respect as people who had been sitting around the table for some time.  This helps give me heart and hope.  What I said was well received.”

Against this, negative comments were made concerning:-

· unequal levels of contribution from Directors; 

· a lack of challenge generally around the board room table; and

· a lack of clear focus for the discussions.

“I did notice five or six Directors who didn’t contribute verbally.  Some were just note-taking and others appeared to be there just because they were there.”

“The Board seems to be lacking in strategic vision, which is a fundamental issue.  It’s better than it used to be, but some Directors dwell too long on operational issues.”

“Sometimes it appears difficult for Directors to recognise their role and participate appropriately.  There appears to be lots of anecdotes and other stuff that should have been dealt with outside the meeting.”

As noted earlier, we believe the key issue for the Board to address is how to develop a much greater focus on strategy.  Whilst the Board appears to function well as a team, we agree with the comments noted above concerning the importance of strategic vision.  Accordingly, we recommend you:-

· adopt the “key themes” approach referred to above;

· agree a list of the questions to review in relation to each “key themes”; and

· set aside a short time during each Board Meeting for strategic discussion on one of the “key themes”.

We believe there are three benefits to be gained from adopting such an approach:-

· first, Directors are likely to engage more actively in discussions on strategy, rather than operations;

· secondly, initial strategic discussions will help Officers prepare reports and take appropriate follow up action; and

· finally, and most importantly, a clear focus on strategic issues is likely to yield much better medium and long term results for the organisation.



	11. DECISION MAKING

	Whilst the general consensus was that decision making was good, a number of important concerns were raised during the interviews.  These related principally to:-

· the length of time taken to reach a decision;

· the absence of clarity as to what has been decided; and

· the lack of important strategic issues put to the Board for a decision.

“Sometimes the discussions go on too long.  This is because the relevant issues aren’t raised.”
“Decision making is poor.  I don’t think we recognise whether we’re making a decision.  There’s an absence of clarity.”

“Decision making is good, but we don’t get enough decisions to make.  There are lots of presentations and information and flowery language, but fewer decisions.”

Again, we believe this comes down to the key issue of developing a much greater focus on strategic issues.  

Earlier in our report we recommended introducing a more strategic Agenda and more regular strategic discussions focused on agreed “key themes”.  We believe these two steps will go some considerable way to addressing the concerns about Board decision making.  

Finally, the Board may also wish to consider training in relation to two key soft skills - namely strategic analysis and the principles of effective decision making.  This could be incorporated as part of the Training Programme referred to below.  



	12. FOLLOW UP

	A number of concerns were expressed by Directors about follow-up once the meeting has concluded.  Whilst there was general recognition it has improved during the last two years, this remained a source of concern for many.  

“I think we’re poor in follow up.  We don’t have effective procedures in place to monitor things.  The Board doesn’t keep a good enough record of its decisions.”

 “We have not been effective in many cases.  This is an area I see as a weakness.  This is a matter currently being looked at our interim CEO.”

“I don’t think there’s always effective follow up.  This is as a consequence of Officers not pursuing things and Directors not picking up on the failure to follow through.”

As noted above, we understand your interim CEO is currently looking at the issue of effective follow up.  We assume this process will continue once your new CEO has “taken up the reins”.  



	13. TRAINING AND DEVELOPMENT
	A number of Directors commented on the importance of regular and ongoing training.  However, there were mixed views concerning the effectiveness of the current Programme.  In particular, a number of comments were received concerning the need for skills-based training in addition to technical instruction.  

“As well as technical matters, we also need to focus on team building, relationships and interaction.  Training should be regular and cater for our different experiences and backgrounds.  If needs to be focused.”

“Some of the training provided I could have done better myself.  I think the majority of Directors would say the training was of no use or of little help.”

“I believe in meeting as a team to identify what we’re seeking to achieve.  Training should involve others and be facilitated.  People will then own the decisions that are made.  It would be helpful to have training on skills, relationships and decision making.”

On a general note, Directors made it clear their preference was for facilitated training.  There was no great appetite for individual “distance learning” Programmes.  These tend to be more expensive to implement and do not appear to produce as effective results.

There are a number of recommendations we make in relation to training and Board Development:-

· training is far more effective when delivered in a practical context with an immediate application.  At the time each Agenda is set it will be helpful to identify any areas where some short introductory training / technical information would be appropriate to set the scene for the subsequent discussion;

· obvious areas include the approval of accounts, the setting of budgets, the monitoring of key performance indicators and Agenda items relating to housing management issues;

· regular short slots (either before the formal business starts, or at the time the relevant Agenda items appears) can provide a very effective means to train in a practical context;

· we understand steps are already in hand to put in place training in relation to Health and Safety issues.  This clearly makes a great deal of sense given the recent changes in the regulatory environment; 

· further training still appears to be required in relation to equality and diversity issues.  Despite views to the contrary by some Directors, the Board “Champion” for equality and diversity issues believes there is still some way to go;

· there is a clear desire for more skills-based training.  This could include areas such as strategic analysis, collective problem solving, effective decision making, team working, feedback and appraisals;

· this type of training is usually delivered best at a Board Away Day; 

· Annexure 3 contains both a suggested list of training topics and a specimen Programme Outline for a Board Away Day.  We recommend the Board adopt a Training Programme including both;

· one important aspect of Board Development is the opportunity for Directors to meet on a more informal basis. The Board may wish to consider introducing Board Dinners or a Board Weekend to provide such an opportunity; and

· as with all training and development, it is important to have short regular reviews to make sure things are going in the right direction.  We recommend the Board sets aside five minutes at the end of each meeting to review what worked well and what could be done differently for the future.



	14. CONCLUSIONS
	There are many positive things to say about 2010 Rotherham and its Board.  In particular we note the following:-

· despite the challenges of a series of short-term CEO appointments, the organisation has succeeded in obtaining, and maintaining, two star status;

· Board Members are not complacent about the challenges that lie ahead.  There is clear recognition of the issues to be addressed if 2010 Rotherham is to proceed to the next stage of its development;

· there appears to be a high level of commitment and enthusiasm around the boardroom table;

· by and large, the Board appears to function as an effective team.  There is general recognition of the different skills, experiences and backgrounds of Board Members; and

· Directors acknowledge things have got better, particularly following the appointment of the two interim CEO’s.  In other words the emerging trends are positive.

The challenge we now put to the Board is to move from being a good team to producing great results.  We believe the key to achieving this is a much clearer focus on matters of strategy, and this has under-pinned all the recommendations in our report.  

It now lies to the Board to decide how to take matters forward.  We look forward to seeing you again at your January Board Meeting when we will be facilitating a short workshop.  In the meantime, we hope our report will provide food for thought.

Finally, may we express our grateful thanks to all the Board Members and to the Officers who provided input and contribution to this review. 




Anthony Collins Solicitors LLP

07 January 2009
ANNEXURE 1

Summary of Recommendations

Summary of Recommendations
	
	Board Papers
	

	1. 
	Add a short introduction to the Board pack written by the CEO.
	□

	2. 
	Include questions (and the space for Board Members to make notes) in technical reports.
	□

	3. 
	Colour code the Board papers to distinguish between reports for information and reports that require action.
	□

	4. 
	Reduce the amount of paperwork produced and focus it on strategic issues linked to a small number of agreed “key themes”.
	□

	
	Agenda
	

	5. 
	Set aside time to review what the Board is doing currently and where it should invest its time for the future (see the five questions set out in Section 8 of our report).


	□

	
	Key Themes
	

	6. 
	Identify, agree and prioritise a small number of “key themse” to help shape the format of the Board papers, the Agenda and ensuing Board discussions.


	□

	
	Board Discussions
	

	7. 
	Agree a list of questions to review in relation to each “key theme”.
	□

	8. 
	Set aside a short time during each Board Meeting for strategic discussion on one of the “key themes”.
	□

	
	Decision Making
	

	9. 
	Commission training in relation to strategic analysis and the principles of effective decision making.
	□

	
	Training and Development
	

	10. 
	Introduce short training slots, either before the Board Meeting or to introduce key items.
	□

	11. 
	Review the list of training topics in Annex 3 and agree a schedule of training events for the year ahead.
	□

	12. 
	Include a Board Away Day as part of that training Schedule.
	□

	13. 
	Consider the introduction of Board Dinners or a Board Weekend to provide Board Members with an opportunity meet on a more informal basis.
	□

	14. 
	Agree a mechanism for short regular reviews on progress
	□


ANNEXURE 2

Questionnaire Analysis

[image: image6.jpg]"ROTHERHAM LTD

TURNING HOUSES INTO HOMES




Board Development Review 2008


Team Work

	My Score
	Board’s Score



	2.1
	2.2


	Positive examples of when I/we’ve got it right …


	Things I/we could have done better …
	Any other general comments …

	“After a long interesting discussion about the problems associated with water heaters in some properties, the Board took the decision to treat all suspect boilers as in need of urgent attention / replacement.”

“This is generally an area of strength for myself and the Board and there are rarely instances where these aspects are not met.”

“Pulled together in difficult situations: eg financial, CEO.”

“Learning from each other.”

“Discussions on JV Market testing.”
	“Agreeing the agenda, focusing on the important not the urgent.”

“It is common for some Directors to become overly focused on individual cases, which can reduce the time available for strategic discussion and decision-making.  It would be helpful if all discussion of individual cases, other than purely as examples to illustrate strategic points, could be raised with the appropriate staff outside of Board / Committee meetings.”

“Had more time to follow issues through.  Supported Chair more”.

“Attend more meetings and training.”
	“Agenda is far too long and unfocused for any Director to make a real difference.”

“It can be difficult to read all papers in advance as I generally have two meetings on consecutive days and only have the weekend to read them and to research any issues which arise.  I do read the papers, but with more time may be able to be better informed”.

“The Board could have a Code of Practice when in meetings as part of induction.”

“A strategy for dealing with complaints against a Board Member has still to be adopted.  This issue is two years old.”




Working with Officers

	My Score
	Board’s Score



	2.4
	2.4


	Positive examples of when I/we’ve got it right …
	Things I/we could have done better …
	Any other general comments …



	“I do not speak to any Officer other than the CEO except within a Board/Sub-Group meeting.  I think the Tenant Representatives have particularly god relationships with the Officers.”

“Supporting Voids Team in transition.”


	“Directors have been too heavily involved in too many Committees under the pretext of good governance, when it is really poor management “passing the buck.”
“I feel that on occasions the Board has not challenged effectively and that the Board (including myself) is not always aware of effective remedies where performance is unsatisfactory.”

“Need to support officers more.”

“Knowledge of who is first contact for Board enquiries.”

“Not always sure which Officer to speak to.”
	“Directors should direct and Managers mange.  Too often the Board has been used to manage difficult relationships and decisions with stakeholders.”

Board time is often spent discussing whether certain tenants have received an appropriate level of service, and this would be better dealt with out of meetings.”

“Role boundaries eg. Director / Ward Councillor.”

“Need to understand roles and responsibilities better.”

“Board Members are not always told when Officers are appointed, or indeed leaving.”




Listening

	My Score
	Board’s Score



	2.2
	2.1


	Positive examples of when I/we’ve got it right …
	Things I/we could have done better …
	Any other general comments …



	“Time is allowed for all Board Members to speak freely, whilst maintaining good time.  This has improved in recent months.  Decisions are generally very positive and win/win.”

“Again, we have learnt from each other”

“Void Team - a workshop was arranged so the Board could have a better understanding.”


	“The recent decision on market testing was, I feel, rushed, with pressure put on Board members to accept the preferred option without full discussion and consideration.  Whilst a decision needed to be made, I regret not pushing for more substantial discussion.”

“Lots.”
	“The Board has made a significant difference to stakeholder relationships that Officers did not manage well.”




Contribution

	My Score
	Board’s Score



	2.1
	2.6


	Positive examples of when I/we’ve got it right …
	Things I/we could have done better …
	Any other general comments …



	“Tenant Representative contributions on customer views.”  

“Board members are varied in their contributions with some being excellent – all have their strengths.  None, as far as I am aware, are afraid to express views and I have been effectively encouraged by the Chair’s approach to become more forthcoming.”

“Issues around Health & Safety challenged more.”


	“Our relationship with the Council.”

“I feel that I do not contribute as much as I had hoped I would be able to, largely because much of the focus is on operational issues rather than strategic issues, or because I do not feel that I have sufficient knowledge of a particular area.  I suspect that some other Board members have a similar lack of knowledge in some areas as no basic training in housing management and functions is provided.”

“Knowing when to leave the anecdotal evidence unsaid.  Knowing when to keep quiet but provide effective challenge”

“Chair take responsibility for Board muggers.  Be more positive in Board meetings.”


	“Directors are very positive about 2010 Rotherham.”

“Certain Board members can draw out proceedings, making meetings very lengthy, although this has improved substantially in recent months.”

“Some Board Members need encouragement.”

“Board needs to become more positive to Officers, as a team, not discuss individuals on Board.”




Decision-Making

	My Score
	Board’s Score



	2.1
	2.5


	Positive examples of when I/we’ve got it right …
	Things I/we could have done better …
	Any other general comments …



	“To reduce the Agenda and focus on the important.”

“Decisions are always made in a disinterested way and usually take into consideration all relevant factors.”

“Communication and tabled reports regular at meetings so time is pushed.”
	“Stripped away the “noise”.”

“The recent decision on market testing was, I feel, rushed, with pressure put on Board members to accept the preferred option without full discussion and consideration.  Whilst a decision needed to be made, I regret not pushing for more substantial discussion.”

“Look at the timing of meetings in respect to the outcomes and decisions.”


	“The Agenda and papers have not supported the Board in addressing the right question at the right time.”

“Board does panic sometimes due to decisions being kept “secret”.  The company is getting better.”




Understanding Roles and Responsibilities

	My Score
	Board’s Score



	2.3
	2.9


	Positive examples of when I/we’ve got it right …
	Things I/we could have done better …
	Any other general comments …



	“Decision-making on procurement.”

“I am conscious of the need for vision and strategic direction and have a reasonable understanding of these.  The Board avoids conflicts of interest effectively.”
	“Appointment of CEO.”

“I and the Board generally are not as strategic as would be ideal and are not sufficiently involved in the creative aspect of vision and strategic direction rather than merely overseeing this and accepting suggestions put forward by Officers.  I feel that this limits the overall ability of the Board to function.”

“We need to know our legal duties and what our responsibilities are.”


	“I think we need to keep reminding Managers that they manage not us.”

“I feel that, should the organisation have more involvement with allocations that this will need to be kept a closer eye on.  Board Members would benefit from training on their powers, roles and responsibilities”.

“Ensuring interests declared.”




ANNEXURE 3

Training Programme

In-House Programme – Suggested Topics

· Business Planning

· Housing Management

· Finance and Housing Revenue Account

· Tenant Participation

· Health and Safety

· Equality and Diversity

Outline for Board Away Day
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Moving Forward

This one day Programme will provide a number of simple but effective tools to help us move forward as a Board.  During the course of the day these tools will be applied to current, practical issues.

	where are we now?
	assessing our current position
We’ll start by looking at where we are now as a Board and identify our strengths and weaknesses.  This will help us understand better the challenges we face and the things we can achieve together.




	where is 2010 Rotherham now?


	strategy and direction

Having assessed where the Board is, we’ll look at the challenges and opportunities that may lie ahead for 2010 Rotherham.  This will enable us to identify and prioritise the key strategic issues we need to focus on as a Board for the year ahead.



	developing the issues


	advanced thinking

Often we go straight from problem to solution and miss out two vital steps.  The first is to check whether we have “framed the question” properly.  The second is to construct a much broader range of possible solutions from which we can choose the one that is right for us.

We’ll look at a tool to help us ensure these two vital steps are carried out.  We’ll see how the tool might work in practice by applying it to one of the strategic issues identified earlier in the morning.

 

	working together


	around the Boardroom table; our contract with the Executive.

Good governance is about teamwork – the right people doing the right things at the right time.

We’ll start by looking at how we can work together more effectively as a Board.  We’ll then look at how we can work more effectively with the Executive Team.

The outcome from this session will be a clear understanding of what we should expect of each other and how we should make our own contribution as a Director.



	listening and feedback


	listening styles; feedback versus constructive criticism.

Often discussions end in frustration through simple misunderstanding.  The result - valuable contributions to the debate are overlooked.

We’ll look at some simple techniques to enhance our listening skills and provide more effective feedback to each other.  These will give us all greater confidence to make an effective contribution to the meeting.



	duties and responsibilities 


	legal liabilities; getting things right.

As Directors, we have a number of legal duties we need to discharge.  We’ll look at these first, and then ask the question, “What really makes for a great Director?”



	boardroom debate


	different perspectives; better decisions.

Some see risk while others look for benefits.  Some want hard facts – others are more concerned about the people issues.  Some seek creative solutions and others prefer a more ordered approach.  

This session introduces a simple tool to help us all bring our different perspectives to the Boardroom table and make a valuable contribution to the decision-making process.

Again, we will see how this tool works in practice by taking a real life example of an issue we need to look at as a Board.



	reflections


	learning points; agreed actions.

We’ll end by looking at the key points from the day and agreeing where we go from here.




[image: image4.jpg]Anthony Collins

solicitors







The summary overleaf analyses the responses of Board Members to a questionnaire addressing six key areas, namely:





team-work;





working with officers;





listening;





contribution;





decision-making; and





understanding roles and responsibilities.





Each Board Member was asked to rate both his/her own score and that of the Board as a whole.  The basis for scoring was a scale of 1-6 (1 being excellent and 6 being poor).  





The results shown overleaf are the combined average scores from the various questionnaires we received.





Finally, Board Members were invited to make comments on both things they liked and things that could be done differently.  These comments are again recorded in the summary.
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