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1.
Introduction

By the Bridge is an independent organisation providing therapeutic fostering services for hard to place children.  With it’s Central Services office based in Sittingbourne, Kent, additional offices in Kent, Essex and the Midlands and Stockport, Greater Manchester, By the Bridge is growing steadily.  

The Company achieved Outstanding at the last OFSTED inspection in 2008, when the registered office was in Sittingbourne.  The organisation plans to register each office separately, with the original office delivering central services to each branch.  This requires Team Managers to become Registered Managers for their branches in time for the next OFSTED inspection.

The organisation has a strong ethos of providing a warm welcome, thoughtfulness and encouragement to all, with the primary focus being on the children.  The ethos is evident in the working environment, regular supervision for everyone involved and the flat structure, providing a partnership approach between foster families, their Link Worker, admin support and Central Services.  

The Assessor was impressed by the investment of time, money and other resources into learning and development of all stakeholders, the abundance of supervision and the degree to which people describe By the Bridge as a great place to work, 

It is expected that, following this review, By the Bridge will seek to achieve Investors in People Gold status before the end of 2011.

2.
Summary of strengths and areas of good practice

The following strengths are over and above the requirements of The Standard and many relate to areas found in the Your Choice section of the wider Investors in People Framework.  The numbers in brackets found at the end of bullet points relate to the relevant evidence requirements of the framework. 

· The company’s ethos, although unwritten, underpins all areas of work and defines policies, plans, the working environment and relationships throughout By the Bridge.  It shapes the culture of openness and trust, which is essential to the company’s philosophy. (1.7, 1.13, 1.19, .1.24, 7.24)

· Through regular team meetings and other communication methods, everyone understands the company’s plans to grow, register each office and prepare for OFSTED and how their own individual targets contribute towards the bigger picture. (1.2, 1.4, 1.6)

· People are kept up to date and are encouraged to comment, feed back and share experiences and good practice, with the aim of improving performance. (7.4, 7.5, 7.10, 7.13, 7.18)

· Innovation is part of the company’s mission statement and the expression ‘No idea is a bad idea’ was used by the Managing Director to describe the encouragement given to everyone to come up with ideas for improving performance.  People believe they can come forward at any time and that the smallest suggestion will be listened to and will be taken on board, if appropriate. (3.1, 3.5)

· Everyone is encouraged to learn and consider how their development activities will benefit them and By the Bridge.  There is a broad range of opportunities available to people from observing colleagues and sharing good practice, to internal workshops run by people who have attended external training, to an academically accredited Certificate in Therapeutic Fostering and the OU Degree in Social Work.  By providing challenging development opportunities, the organisation encourages people to achieve their full potential. (3.2, 3.3, 3.4, 8.4, 8.6, 8.9)

· The monthly supervision process provides everyone with opportunities to receive support as they need it, whether it is to discuss the pressures of work, their personal life, offload emotionally, discuss development activities or progress towards achievement of qualifications.  Supervision is also used to provide coaching as it encourages people to reflect on their experiences and learn from them. (3.4, 3.9, 3.17, 3.25, 5.2, 5.4, 5.12, 5.19, 8.19)

· The assessment process, developed to support the recruitment and selection of foster parents, is fair, thorough, efficient, effective and tailored specifically to identify individuals’ capability to foster therapeutically.  With growth of the organisation planned, this will ensure a consistent selection tool, which can be used nationwide. (3.6, 3.14, 3.22)

· The Managing Director and members of the top team are role models in the way they lead according to the By the Bridge ethos and values.  They are seen to ‘roll up their sleeves’, demonstrate their experience and share knowledge as well as have an open, honest and trusting management style.  (5.5, 5.6, 5.7, 5.14, 5.16, 5.21, 5.22, 5.23)

· Success is celebrated, whether this relates to a child, someone’s achievement of a qualification or to a successful tender bid.  The morning meetings at Central Services provide a forum for immediate celebration and this also forms part of other regular team meetings. (6.11, 6.17)

· With the emphasis on continuous improvement, feedback is sought regularly from children, foster parents, Link Workers and other stakeholders.  Policies and procedures are reviewed regularly at morning meetings, when people are encouraged to comment, with a view to update and improve. (7.8, 7.11)

· By the Bridge regularly considers, through evaluation of learning and development activities, how learning can help shape future strategies for improving performance.  (9.3)

· By managing according to the organisation’s ethos, providing a nurturing environment and encouraging people to undertake accredited qualifications, the organisation enhances people’s career prospects. (9.12)
3.
Opportunities to improve further

· People explained that, over the last three years, the organisation has got better at consultation and keeping them up to date with progress against plans.  However, although those working for Foster Care Services were consulted a great deal early on during the integration process, they feel they are now more likely to hear about expected change only shortly before it happens and that there could be greater consultation.  (1.6)

· Team Managers understand Learning and development needs as those required by the organisation, such as mandatory training and the OU Degree or the needs identified by their team members as part of their own desire for development.  Therefore, as Team Managers take on the Registered Manager role, they should be encouraged to consider the specific learning and development requirements of their area from a business-planning point of view, which may be in addition to those of By the Bridge as a whole.  (2.2)

· Although people confirm that they are encouraged to raise ideas for improving performance and confirm that ideas are listened to, it was also explained that people who raise ideas that are not taken forward do not receive feedback explaining why.  It is recommended that an explanation should always be given, to avoid any future reluctance. (3.1, 3.5)

· It is understood that work is underway to understand and record people’s specialist knowledge and experience, with a view to holding a database of internal experts.  It is recommended that this should be made available to everyone, so that individuals know who to call upon when they need specialist advice and help.  (3.10, 3.18, 3.26)

· Giving and receiving feedback at all levels is seen as part of the culture and people described the emphasis is based on learning.  Although managers are effective at providing feedback regularly, constructively and when appropriate, it is a part of the job that is never easy and consideration could be given to providing them with some development in this area.  The attached document entitled ‘Top tips for giving feedback’ may be a helpful reminder. (5.2)

· As the organisation grows, there will be a need for more managers and care will need to be taken to ensure that anyone moving to a management role will do so in line with the ethos.  To help with this, it is recommended that consideration should be given to identifying the knowledge, skills, behaviours and capabilities that someone in this position needs to lead, manage and develop people in line with the By the Bridge ethos.  (4.4, 5.5)

· Once formalised, the leadership and management capabilities can be used in the selection and development of new and potential managers.  It can also be used as part of the appraisal process for managers, with feedback gathered from colleagues and those they manage through a 360/180º process.  For further information, see the attached document entitled ‘180 and 360-degree feedback models’. (4.5, 4.10, 4.11, 5.5, 5.9, 5.16)

· Although coaching is used effectively as part of supervision, the process may be improved further if supervisors were to consider whether they are using coaching skills effectively.  For further information, see the attached document entitled ‘The skills of an effective coach’. Also attached is a questionnaire, which may prove helpful, “Am I am effective coach?’ (5.12)

· As the organisation grows, finding opportunities for people to network with others and have access to experience, knowledge and information will naturally become more regional/local.  To enable people to network effectively across By the Bridge and share knowledge and best practice as well as discuss concerns and ask questions of colleagues and others, it is recommended that a By the Bridge group should be set up on LinkedIn.  This could be one group or many, but access to join groups should be carefully considered and managed centrally.  For further information see www.linkedin.com. (7.5, 7.10, 7.13, 8.4, 8.8, 8.13)

· An interviewee made a suggestion that people would benefit from opportunities to have clinical supervision on a regular basis.  
4.
Feedback against agreed objectives 
The Assessor was asked to provide feedback about whether people feel sufficiently supported as the organisation is going through substantial change.  The majority of people feel comfortable with the change process and explained that the level of consultation and information being provided keeps them up to date and involved. 

Those based in Stockport, however, are going through greater change as they integrate with By the Bridge and are more sensitive and more likely to be resistant to the changes they feel are being imposed on them.  Although people here see improvements since the arrival of a Regional Manager, they feel they were led to believe the integration would be smoother and would lead to positive, mutual benefits; however, they feel their experience is less positive.  The Assessor did not speak to foster parents in this area, but it was explained that there are concerns that there is less information reaching them than they would like.  
5.
Conclusion

Following this visit, I am pleased to confirm that By the Bridge continues to meet the requirements of The Standard part of the Investors in People framework. 
Also, you have met 6 evidence requirements from the ‘Your choice’ part of the Investors in People Framework. 
In preparation for the company’s achievement of Gold, we have agreed that I will meet with you again on 8th September 2011, when we will also look through the attached Continuous Improvement Plan and discuss whether the recommendations have been of help to you. 
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Emily Mayes

Investors in People Assessor
9th March 2011 
APPENDIX 1: Assessment Summary Chart
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	EVIDENCE REQUIREMENTS
	Met
	Not met
	Not in scope
	TOTAL

	The Standard
	37
	0
	2
	37

	Your Choice
	6
	0
	151
	157

	TOTAL
	43
	0
	153
	196


APPENDIX 2: Summary of feedback against the Indicators of the Standard
1.
BUSINESS FRAMEWORK – A strategy for improving the performance of the organisation is clearly defined and understood.

The key objectives of By the Bridge for the coming year are to restructure the organisation by registering each office and providing Central Services from the current registered office, in Sittingbourne, Kent.  Each Team Manager will become the Registered Manager for their office and each will be inspected independently by OFSTED in due course.   Having taken on Foster Care Services in November 2008, integration into By the Bridge will be complete in July this year and there are plans for further growth with more offices elsewhere in the UK over the next few years.  

Of key concern to the Managing Director is the strength of the By the Bridge ethos and the desire that this should be maintained as the organisation grows.  The ethos, or philosophy, underpins the culture and is born out of the emphasis of putting the child first, providing a warm, hospitable welcome, having an environment in which everyone can feel at home and the provision of care and supervision for everyone involved in the fostering process.  

Key performance indicators are in place regarding quality and compliance; all foster parents are required to have met CWDC standards; Link Workers must have achieved or be working towards a Social Work degree through the Open University; all children are to have a therapeutic plan in place. 

There are regular meetings on a daily, weekly, monthly and bi-monthly basis to keep people up to date with progress against plans; to discuss current issues and to share good practice.  There is also regular one to one supervision in place for everyone as well as annual appraisal and six monthly reviews so that people understand how they contribute to the achievement of the Company’s plans.

2.
LEARNING & DEVELOPMENT STRATEGY – Learning and development is planned to achieve the organisation’s objectives.

The Managing Director and other top managers described priorities for learning and development, which include mandatory therapeutic courses for foster parents to enable them to understand the thinking behind children’s behaviour; the Certificate in Therapeutic Fostering, credit rated by Greenwich University, for foster parents, enabling them to be promoted to Grade 3; the Social Work Degree, accredited by the OU, for Link Workers to ensure they meet OFSTED requirements and Team Managers’ development as Registered Managers by undertaking NVQ4 in Care Management.  

In addition, managers described learning and development activities planned for their teams or individuals to achieve specific objectives; for example, an individual will attend a conference on the latest assessment techniques so that the Company is equipped to assess the potential of future foster parents effectively.  Another explained that a team member is currently studying Systemic Family Therapy and will train foster parents to think systemically and will work with those who are struggling to find ways to help their children.  

Team Managers explained that people are currently undertaking the Social Work training.  One described a course being undertaken by a team member on Child Counselling, explaining that the Link Worker had wanted to do it and that she will share the outcomes with her colleagues and foster parents, providing them with tools to help children express themselves.

People explained that they receive information about internal courses and that they are encouraged to attend and/or seek opportunities to learn externally.  Interviewees described their learning and development needs, how they will be met and the benefits for them and the Company as a whole; examples are as follows:

·  “We’re given lots of cpd to improve; for example I have one child who is deaf so I’d like to do sign language and By the Bridge will support me to do it.  It’ll give me satisfaction and another string to my bow and, if another child is referred who is deaf, I’ll be a Link Worker who can sign.”
· “I’m doing a Diploma in Child Counselling and have wanted to do it for a long while.  I will use it to train foster parents, through one to one’s, to express themselves therapeutically through art to help them open up communication with children. I have done a lot of counselling, but not previously got a certificate to be a Counsellor.”
3.
PEOPLE MANAGEMENT STRATEGY – Strategies for managing people are designed to promote equality of opportunity in the development of the organisation’s people.

The Managing Director explained that innovation is part of the By the Bridge mission statement and that the expression ‘no idea is a bad idea’ encourages people to raise any idea they may have if they think it could improve performance at any level.  The open door, flat structure, regular supervision, appraisals and team meetings enable people to voice ideas easily.  For example, she explained, a manager with experience of residential therapeutic childcare in another organisation suggested ‘round the clock’ care plans, enabling whoever was working with a child to know what would settle them.  Consequently, therapeutic plans have been adopted and are being rolled out through the Company.

People confirmed that they are encouraged to come up with ideas and examples were given as follows:

· “People have been receptive to my comments when I arrived – I said there was a need for stronger therapeutic elements to the framework of assessment and that went down well; there was no defensiveness.”

· “When we were recruiting for an admin person, I said we needed someone who could lay biscuits out nicely on a plate.  It might seem like a strange thing to say, but it’s important because it reflects the hospitality of By the Bridge and my idea was listened to.”

The Managing Director explained, if anyone needs her time, they can have it and people at all levels confirmed they have access to her.  She described how Link Workers need to balance the needs of families, By the Bridge and the commissioner to ensure that everyone is happy.  Therefore, they need an emotionally healthy environment, which is provided by regular supervision, peer networking, efficient and supportive admin and an office where people understand and can anticipate their needs.  Everyone goes through regular supervision, which is tailored to the individual’s needs at the time.  Also, everyone is encouraged to attend internal training events and consider their learning and development needs on a regular basis.  Other managers described supervision as the most effective form of providing support.  

As described by one manager, “If people are committed to training and can demonstrate how it will benefit the Company, they will be supported.”

People at all levels described how giving and receiving constructive feedback is encouraged through supervision, appraisal and regular meetings.  

People confirmed that they believe By the Bridge ensures there is fair access to support and opportunities for learning and development.  Comments included the following:

· “I have been a Link Worker in the remotest area, but never felt that I was distanced.  There have always been good lines of communication and I can pick up the phone at any time.  The support is huge.”
· “Training is internal and external and you can apply to attend any additional training you need.  For those wanting to develop, the opportunity is there.”
· “Qualified people are always happy to help others with assignments, essays etc.”
· “The Company is very good at showing it believes in you – they will do all they can to support you.”
· “We are constantly absorbing other people’s stuff and so we sometimes feel full up.  There is so much understanding of that.”
4.
LEADERSHIP & MANAGEMENT STRATEGY – The capabilities managers need to lead, manage and develop people effectively are clearly defined and understood.

The Managing Director explained that it is important for managers to lead, manage and develop their teams in line with the By the Bridge ethos.  This means that they should create an environment with the BtB feel; care about the people working with them; undertake monthly supervision of Link Workers and admin staff to look at the challenges people face and provide peer learning, support and development.  Their aim should be to de-stress their network, with the therapeutic thinking behind it; providing people with the feeling of being taken care of. 

Although there is no formal set of requirements or competencies for managers, they understand what is required of them in their role of leading, managing and developing their team and described the requirements in their own ways.  Examples included the following:

· “It varies, depending on the social work or business development side of their work.  On the social work side, managers should have people skills and empathy and, on the business side, they should have traditional business skills, but be approachable, a good communicator, have honesty and integrity and an ability to build strong relationships with staff.”
· “Like fostering, we need to have respect to human rights, dignity etc; it’s a cascade of valuing people.  The philosophy is around the building, being welcoming, providing food, being friendly etc.  Managers need to work with that philosophy.”
· “We need to promote the ethos of the Company as therapeutic fostering; therefore, it needs to be in our day to day duties.  I get the guidelines from being managed – there’s nothing set down do say how it’s done.”
People also described what their manager should be doing to manage and develop them in line with the By the Bridge ethos.  Examples of comments included the following:

· “To have a relaxed style and encourage people to say what they think and to create a happy place to work.”
· “To have lots of knowledge of fostering; be able to make me feel valued; be day to day practical, offering supervision, information etc.  Be honest and straight forward and promote equality.”
5.
MANAGEMENT EFFECTIVENESS – Managers are effective in leading, managing and developing people.

Managers described what they believe makes them effective at leading, managing and developing people in line with the ethos and people also described their manager’s strengths similarly.  Examples include the following:

· “My strengths are probably giving guidance, direction, inclusion and cohesiveness.”
· “I had a comment from a Link Worker to say that she enjoyed her supervision.  I always found supervision sessions very useful and would like to think that I manage Link Workers the way I’d like to be managed.  I’m always available for extra advice and guidance and, as well as going through each family, we look at the personal bit about how they are managing themselves, health and wellbeing and professional development.”
· “She respects what I do and allows me to get on with things; she discusses the priorities and what needs doing and then allows me to crack on.”
· “She’s approachable and accessible and always there; she provides feedback and guidance to move forward.”
· “She’s very approachable, with an open door, rather than quashing ideas, she moulds them to make them workable.  She elicits improvement that’s workable and provides challenges, which is good.”
Everyone described supervision as the most effective method of giving and receiving feedback, whilst appraisal and the six monthly reviews are perceived as a round-up of feedback over a longer period and an opportunity to discuss targets and training needs.  
6.
RECOGNITION & REWARD – People’s contribution to the organisation is recognised and valued.

Managers explained that they show appreciation for people’s contribution on a daily basis by thanking or saying well done.  Appreciation is also expressed in emails to individuals and these are copied to the Managing Director in some cases.  The morning meeting and other meetings are used as opportunities for highlighting people’s efforts and recognising good works.

All interviewees described their roles and how they make a positive contribution to By the Bridge.  People feel appreciated for what they do and gave examples to illustrate why they believe this is so; examples are as follows:

·  “Whenever I have ideas, I go to ……  She opens the door and I feel my knowledge and expertise are valued.  Recently, we delivered some training; …… is very knowledgeable, but she wanted my input, so I felt appreciated.”
· “We have regular social events including Christmas parties and celebrations.”
7.
INVOLVEMENT & EMPOWERMENT – People are encouraged to take ownership and responsibility by being involved in decision-making.

Managers described various methods for encouraging people to be involved in decision-making and how there is a great deal of empowerment, enabling people to have ownership and responsibility for decisions based on their role and level of experience.  For example, Link Workers work in partnership with foster families and have responsibility for making decisions with them in consultation with Social Workers and By the Bridge to ensure the best solutions are found for the children.  Also, a manager explained that he empowers his team by instilling confidence and ensuring they have the knowledge they need but the back up to know that they can check if on the edge of their remit.  All managers described how team meetings are also used as a forum for decision-making and that they disseminate information through meetings and supervision to enable people to make necessary decisions.

People confirmed they are involved in decision-making and are encouraged to take responsibility and ownership for decisions.  They are provided with the information and support they need to make decisions and feel trusted to do so.  Interviewees also explained that if they make a poor decision, it is seen as a learning opportunity, rather than something to be afraid of.  The following examples were given:

· “I’m trusted to do my job without being micro-managed.”
· “Procedures can be changed by discussing them; for instance on logging home visits, Kent was doing them differently and better so the procedures were changed.”
· “I always have information and access to other experienced people.  I have a degree of autonomy; for example, I am writing an annual review for a family and am reducing approval from three to two children.  My manager asked me if I was happy with the decision would have come to the same conclusion if she had not been asked.  When I said yes, she said I should take out her name from the report because the decision was really mine.”
· “Senior managers have faith we’ll get it right and, if not, we’ll post-mortem what could have been done differently so that we can learn for next time.  That level of trust counts for a lot when you’re under pressure.”
· “I’ve had twenty seven years as a foster parent and working in children’s homes and so I can short-cut decisions relating to assessment and aim to get consensus on decisions.  I provide an independent view.”
· “I feel trusted because they leave you with it, without asking questions about how or why etc.”
8.
LEARNING & DEVELOPMENT – People learn and develop effectively.

Managers explained that they use appraisals to discuss and agree professional development targets and then, if external training is required, people are encouraged to find an appropriate course.  The six monthly reviews are used to review outcomes and supervision provides further opportunities to discuss how learning is put into practice.  Meetings are also used for people to share key points of learning with others.  

People described how their learning and development needs have been met, what they have learnt and how this has been helpful in their work.  Examples include the following:

· “When I was doing my NVQ4, I learnt about the norming, storming and performing of teams and realised that we were in the storming stage, as there had been a lot of silliness going on.  We discussed this and everyone relaxed when they realised things were quite normal.”

· “I went on emotional regulation training and learnt the contemporary knowledge on how we operate attachment and how we can recognise children’s needs through it.  The focus was on understanding the contemporary science and about the brain and emotional regulation.  I will develop a course for foster parents to help them understand children’s behaviour.”

People who have joined By the Bridge in the last eighteen months described their induction as thorough and effective, providing them with all they needed to get them up and running in their roles.  Each described how their own development needs were taken into account and how they had been supported effectively in the take up of their roles. 
9.
PERFORMANCE MEASUREMENT – Investment in people improves the performance of the organisation.

The investment in learning and development is considerable in monetary terms and the Head of Therapeutic Services and Professional Development explained that each foster family attends ten By the Bridge courses before they can be described as therapeutic foster parents.  Other resources were described as the internal professionals who deliver the training, twenty self-employed trainers. who are experts in their fields, the admin support to ensure courses are delivered effectively and efficiently and the time involved in formal training, supervision and meetings. 

Top managers gave examples to illustrate how learning and development has improved the performance of By the Bridge, including the following:

· Nationally, there is a 43% unplanned ‘breakdown rate’ of placements, whilst By the Bridge, with the provision for the hardest to place children, achieved a 15% breakdown rate due to the training undertaken by foster parents on the therapeutic fostering model, 

· The Social Work degree programme enables Link Workers to meet the requirements of OFSTED as either qualified or working towards qualification status.

· Due to the Certificate in Therapeutic Fostering, By the Bridge has become the first choice for referrals of hard to reach children. 

Examples were also given to illustrate how the evaluation of learning and development has shaped strategies for improving performance, as follows:

· The Social Work degree programme has identified that social workers qualified elsewhere do not have the skills needed by the Company in therapeutic fostering.  Therefore, unless someone has experience in this area, external Social Workers are unlikely to be taken on, but will be developed internally.

· Foster parents had been required by the local authorities to observe and provide feedback on mother and baby work.  However, they were not allowed to intervene and found this stressful, as they felt this was not fair on the parents and didn’t sit well with their own values.  Consequently, the Company has developed a service enabling foster parents to operate like grandparents and creatively intervene with the aim of increasing attachment between mother and baby.  This gives By the Bridge the ability to provide the services within its values.

Managers described how their team’s performance has improved as a result of learning and development, with examples as follows:

· To enable Link Workers to understand the training foster parents were going through on the Certificate of Therapeutic Fostering course, a mini-course was developed for them.  This has enabled them to provide efficient supervision during home visits.

· A team member attended the NEBOSH course and is now looking after the health and safety side of things for the Company.

· An administrator undertook play therapy training and now runs an arts and crafts group for the children as well as the Duke of Edinburgh scheme.  

People gave examples to illustrate how learning and development has improved their performance, that of their team and of the Company as a whole:  

· “I went on in-house training called Managing Secondary Stress and I understood one more bit to help me understand what makes a good foster parent.  I am able to translate that into tools to ask candidates about their qualities; if we respond to foster parents’ needs, then we will help children through the parents.  I started to look for tools re how foster parents regulate copying styles and translated knowledge to use in psychometric tests to see if this can be looked for.  We ended up with sixteen scales.”
· “I went on an Appropriate Adult course regarding representation of young people who have been arrested.  Some foster parents are called to the police station and the police have to go through some protocols; some foster parents are aware of these and some are not.  I have made a training programme for foster parents and Link Workers so that they can be classed as appropriate adults.
10.
CONTINUOUS IMPROVEMENT – Improvements are continually made to the way people are managed and developed.
Top managers gave the following examples of how By the Bridge has improved strategies for managing and developing people:

· There is a new format to management team meetings as they had become unmanageable.  Now, instead of people simply describing what has been going on in their area since the last meeting, it is driven by an agenda, developed as a result of team managers providing monthly reports. 

· The daily morning meetings do not include branches, but information is provided to the branches afterwards, enabling a cascade of information to everyone.

· Objectives agreed at the annual appraisal used to be focussed on professional development only, but are now focussed on business objectives.

Managers described how they have improved the way they manage and develop people, as follows:

· “I had a comment from a Link Worker that she enjoyed her first supervision with me.  I had found supervision sessions very useful and would like to manage Link Workers as I would like to be managed; always being available for extra advice and guidance as well as going through each family and covering the personal bit about how they are managing themselves, health and wellbeing and professional development.  I’m developing my own style on how I would like to be treated.”
· “I am confident in my role and the service I deliver, but I still like to look around in the external world for opportunities to network to avoid being too insular. “
People described how By the Bridge has improved the way people are managed and developed, as follows:

· “It’s good to have Team Managers in the branches.”
· “We have more formal appraisals with targets and objectives.”
· “It’s much better as people get informed about expansion plans.”
· “Having a designated person for training and development of the therapeutic service is an overall improvement.”
· “Staff meetings to give updates and the OU course.”
· “People are clearer structurally about who does what.”
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A. Key Information
	Organisation 
	By the Bridge
	Date of review
	1st and 2nd March 2011 

	Date of plan
	7th March 2011 
	Review date for this plan
	8th September 2011 

	Proposed next review date
	November 2011 
	
	


B. Key Contacts

	Client Key Contact
	
	E
	Dawn@bythebridge.co.uk
	T
	0845 450 9944

	Assessor
	Emily Mayes
	E
	Emily@ementum.co.uk 
	T
	07949 589013

	Client Coordinator
	Rachel Negus
	E
	RachelNegus@ibp.uk.com 
	T
	07971 509508 


C. Recommended Future Activity

	Development Area
	Objective of Development, i.e. expected outcome
	Organisation Activity
	Person Responsible
	Timescale / Due Date for Completion 
	Suggested Support from Centre/Specialist/others

	Consultation


	The integration of Foster Care Services includes effective consultation and involvement of all stakeholders, thereby gaining their ‘buy-in’.


	
	
	
	

	Learning and development planning.


	Team Managers understand the learning and development needs of their teams.


	
	
	
	

	Innovation


	People receive feedback regarding ideas they have put forward, whether or not they will be taken on. 


	
	
	
	

	Talent management


	Everyone has access to a database of internal experts.


	
	
	
	

	Constructive feedback


	Managers at all levels are equipped to provide people with constructive feedback when necessary.


	
	
	
	

	Leadership and management capabilities


	The capabilities required of managers at all levels are defined in line with the By the Bridge ethos.


	
	
	
	

	Leadership and management effectiveness


	The leadership and management capabilities are used effectively to select and develop existing and potential team managers.


	
	
	
	


	Coaching skills


	Those providing supervision are equipped with effective coaching skills. 
	
	
	
	

	Networking


	People are able to network with colleagues across By the Bridge to share information and discuss issues, no matter where they are based.


	
	
	
	

	Clinical supervision


	People have access to regular clinical supervision.
	
	
	
	


[image: image4.emf]



Evidence requirement in scope: not met
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Evidence requirement not in scope
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