Appendix M: 

Executive summary of the 2010 NHWN Regional Conferences Held in January / February 2010

This Executive Summary has been prepared from the flipcharts and notes taken from delegates at all five Neighbourhood Watch conferences, during the afternoon sessions, with those conference speakers who were seeking feedback on their individual topic.

Thank you to all those who attended and gave their views so readily.  All your comments will be considered as the five year NHWN Business Plan is developed.  The below comments crystalise the thinking.

Diversity

· The research work by ERS in finding good practice from around England and Wales was well received with delegates pleased that £37k had gone to those groups able to demonstrate success in key fields.  Many delegates commented that there was a distinct absence of diversity at the conferences.

· Nineteen groups signed up for ‘peer visit’ opportunities

· Delegates wanted to be sure the research findings would not be lost (note: all case studies will be on the mynhw.co.uk website and some will be included in the training toolkit modules by July 2010).

· Delegates wanted to see how LiveIWork’s finding around engaging with the next generation; building longevity and expanding NHW might work in practice.  

· LiveIWork received broad support for developing and changing the range of mechanisms for the NHWN engaging with new members.  In particular, they were asked on numerous occasions:

· When templates for local websites would be available for people to use

· When templates for print materials would be available for people to use

· There was a clear agreement from the audience that a change was needed and that enabling the members to learn from each other and receive support from a new organisation received widespread support.

· A range of co-ordinator efforts were brought to LiveIWork’s attention that supported the recommendations around lowering the requirements for membership.  A key example is the use of the information alerts as a simple mechanism for recruiting members.

· Feedback was also received around making sure NHWN develop new tools that take into account verification of members to make sure that activities are on behalf of NHW and details of those active members are not made public without prior consent.

· Catch-22 reported general recognition of the importance of ensuring that young people have constructive things to do, with some great examples of local watch movements directly involved in this.

· A number of Neighbourhood Watch members expressed interest in knowing more about links they could make locally and what they could expect from others (eg the local authority).  Some were also keen to have advice on specific issues they were facing.

· Others had reservations about what they saw as a potential extension of the role they had signed up to, including what this might mean in terms of extra bureaucracy (eg Criminal Records Bureau checks).

· One suggestion was that NHWN members with a special interest in this area might take on the role of strengthening contacts with young people, perhaps being known as “NHWN youth officers”.

Training

· Tribal (Birmingham) reported that generally Neighbourhood Watch members were very receptive to the idea of NVQ/VRQ training which could entrance the skills of Neighbourhood Watch members and potentially bring in more young people into Neighbourhood Watch in future.
· Some Neighbourhood Watch members queried the cost of an NVQ/VRQ and felt this could be an obstacle to going ahead with any type of training
· Some Neighbourhood Watch members liked the idea of NVQ/VRQs for younger members but not necessarily for themselves!
· Most Neighbourhood Watch members providing feedback wanted the training toolkit modules updated and increased further.
AgeUK reported that feedback from co-ordinators was 98% positive, welcoming the three principle objectives of the training:
a) To train Neighbourhood Watch co-ordinators to help them identify the most vulnerable older people in communities

b) To upskill co-ordinators to understand the needs of vulnerable older people living in their communities

c) To provide co-ordinators with information on the support available to help older people to remain living independently in the community.

· The initial five pathfinder courses were oversubscribed and the sixth, in Bristol, was full within 24 hours of announcement.
Sustainability

· Delegates supported the concept of a Single National Communications System highlighted by TRIBAL (London), albeit some with a few reservations including:

· Cost

· Use of personal data

· What happens to the existing system

· Who would own the system?

· Many delegates were keen to stress that their own communications system was the best and should be considered, additionally 2,000 responses to a survey online on the subject on a Single National Communications System have been received.

· Employing staff; apart from five Neighbourhood Watch delegates who were vehemently against Neighbourhood and Home Watch employing staff, many others were supportive, as long as the staff would be accountable and would remember the reason they exist is in support of the core business of helping Neighbourhood Watch members to do what they do at grassroots level.

· Many recommendations, some of them conflicting, were made around the wording of the Vision, Mission and Values statements.

Communications

· Delegates wanted to be able to view the ‘Executive Summary’ which was promised to them, asap.

· The Business Plan concept was acceptable and when completed needed to be visible to all on the mynhw.co.uk website.

On a personal note thank you to all those 552 Neighbourhood Watch members who gave so generously of their time to come to the 5 conferences.

The amalgamated comments, where appropriate, will now influence the Business Plan, which is due by 31 March 2010 and will appear on the mynhw.co.uk website.

Appendix N: 

Provisional Training Plan for NHWN (NCVO report)

NHWN Training Plan

The newly formed national Neighbourhood and Home Watch Network aims to transform itself, over the next five years,  into an independent, credible and effective voluntary organisation that is focused on improving the quality of community life. In order to achieve this, the organisation will have a commitment to provide training for its staff, Trustees, regional representatives and its potential members across the country.

In developing this training plan, the NHWN understands that:

· A systematic training needs analysis should be undertaken over a period of time;

· As a new organisation, the training plan will be based on its current assets and strengths and will build on these over time; and

· With the range of priorities and targets set within the action plan, only a key number of actions in relation to training can be prioritised in the first year

Staff

Job descriptions and person specifications for staff members have been developed by NCVO in consultation with NHWN Trustees, regional representatives and the Home Office. NCVO will be supporting the recruitment and selection of staff from February - April 2010.

The following mechanisms will be put in place to ensure that the training needs of staff are met in the first year

1. Induction – this will be planned and delivered by Trustees. Depending on when each staff member starts, it may be possible to involve the Operations Director in planning and delivering induction for the two additional staff members.

2. Supervision – monthly supervision will be provided for the Operations 

Director by the Vice-Chair  and for the two additional staff members by the Operations Director. The first supervision session should clearly set targets and objectives for the year and identify as far as possible the training and development needs of staff. Due to the limited amount of funding available in the first year, the priorities for staff training and development will be areas that are essential for delivering on individual targets and objectives. NHWN recognises that training needs may emerge through the process of performance management and will commit to meeting these needs within the constraints of resources. 

3. If staff contracts are extended beyond the first year, an appraisal will be undertaken after a year of staff first being contracted. The appraisal will assess performance over the previous year, agree objectives for the next year, identify training needs, and agree a personal development plan for each staff member.

4. Training needs identified will be met as far as possible using internal resources – through Trustees and volunteers and peer learning. However a training budget will be allocated for staff training and will be used to support attendance at conferences, and other forms of formal learning. Expenditure on training will be prioritised on the basis of how critical the training will be in delivering the organisation’s overall business plan. 

Trustees

NCVO has produced a role description which is applicable to each of NHWN’s trustees and a role description specifically designed for the Chair.  The Trustees have also been supplied with a ‘skills audit form’ based on NHWN’s specific requirements now and in the future which they will complete individually.  The information from each of the individual audit forms will then be collated into an overarching analysis (Board Skills Audit Form) that will assist them to understand their current strengths and where they have development needs.  Once this information has been gathered a ‘training needs analysis’ and a ‘board learning plan’ can be designed.  

NHWN’s Board have been advised by NCVO to draw up a Trustees’ Code of Conduct based on the competencies set out in the National Occupational Standards for Trustees.  In this way NHWN’s Board will set out the standards of behaviour which is expected from all of its trustees.  A Code of Conduct supplements the role descriptions and establishes a set of organisational values – integrity, honesty, transparency etc.  A Code of Conduct also asks for specific behaviours from trustees which are designed to put the principles into practice. The training needs of Trustees will be identified once this process is completed.

Based on work already undertaken by NCVO with the initial three Trustees of NHWN and its regional representatives, it was identified that the Trustees and Regional Representatives/Members would benefit from receiving an introduction to the roles and responsibilities of being a charity trustee.  This was provided on 1st March 2010.

Once the ‘training needs analysis’ has been drawn up NCVO will advise the Trustees to ensure that any ‘board learning plan’ include (where appropriate) the following:

· Reading key texts;

· Receiving appropriate updates, mailings, newsletters on relevant topics;

· Shadowing, mentoring, coaching etc;

· Creation of a trustee induction pack;

· Attendance at relevant conferences, seminars, training courses

NCVO will provide NHWN’s Trustees with guidance in relation to drawing up a Code of Conduct and a framework for trustee assessment against the National Occupational Standards for Trustees.

NCVO has advised that the training plan for Trustees is taken forward by two trustees (with experience of or an interest in training or professional development) who are appointed to act as ‘learning champions’ to manage the board learning project plan. 

Trustees will allocate a budget for individual and collective board development activities.  NCVO will provide the Trustees with a copy of NCVO’s ‘Funding and Costing Workforce & Governance Development’.  This publication will enable the Trustees to have a better understanding of how to plan, budget, cost and fundraise for their own and NHWN’s employees training needs

Regional Representatives

The NHWN has 10 regional representatives, who have continued to meet on a quarterly basis to oversee the development of the national organisation and feed in the views of regions. The role of the regional representative is to ensure an effective regional structure and represent the views of the region at national level.

The training need of this group has, in the last year, been assessed informally through the issues raised by representatives at national meetings. Their training needs in relation to working as a group were also explored at a weekend event in June 2009. Needs identified relate to the key aspects of the regional representatives’ role:

· Training on chairing their own regional networks effectively

· Training on resolving conflict at regional and local level

· Training on creating and enabling effective partnerships with the force representatives and other stakeholders

· Training on communication and promotion of network initiatives

· Training on regional capacity building and ensuring that regional networks are fit for purpose

In order to analyse the training needs of this group formally, clarity is needed on the role the regional representatives will have in the governance of NHWN. Once this has been agreed, a needs assessment will be undertaken with this group to support both their role as regional representatives and their roles in the governance of NHWN.

In the first year, the training needs identified above will be supported by the Operations Director and Development Manager, who will work with and support regional representatives in their roles on a day to day basis. Regional representatives will also be signposted to and supported to access NAVCA’s “SKiLD” and other learning programmes. It is not expected that training of regional representatives will be funded by the national network, unless their training relates to their role as Trustees of NHWN.

Grassroots Members

A number of training toolkits had already been developed by the network, which have been updated over the last three years. The toolkits are intended to offer practical support to grassroots members and include the following topic areas:

· NHWN administration guide

· Finance and fundraising guide

· Personal Safety in and around the time

· Personal safety – out and about 

· Working in my community

Tribal Birmingham has produced a feasibility study for NHWN exploring the options for training of grassroots members. The feasibility study was presented to grassroots members during 5 Regional conferences held in January/February 2010 and views sought from members on the development of a training programme. While the numbers who fed back their training needs were small, members’ views provide a useful benchmark for future analysis of need. Following the regional conferences, Tribal recommends that initially the Neighbourhood and Home Watch Network invest in re-developing and designing the existing toolkit (already being worked on through ERS, the Design Council and Live|Work) and support its roll out by developing regional coaches and mentors who can engage with (and support) individual members interacting with the new toolkit.

The new toolkit should:

· Be a more comprehensive distance learning pack that is both available in electronic and paper-based formats

· Cover the top training needs identified by NHWN members

· Be mapped to National Occupational Standards (NOS) – providing a future option on turning the non-accredited learning into accredited

· Reflect the diverse groups of NHWN members and incorporate case studies and good practice

Tribal also found that grassroots members were particularly interested in training on the following:

· Fundraising

· Communication

· Influencing

· Negotiation

· Events management

· Leadership

· Youth engagement

NHWN has commissioned the Design Council to design the NHWN website; part of the Design Council’s role will be to modernise the toolkits in line with NHWN’s needs as identified above. 

VRQ:

A key aim of the Tribal study was to identify whether an NVQ/VRQ was needed and wanted by members and to explore the feasibility of developing such a qualification.

Further to consultation with members, Tribal recommends using the resources in the existing Training Toolkit to develop additional modules that can be added to an established VRQ specifically for the NHW. Tribal have identified some key steps to developing the VRQ:

· Further develop and finalise the 5 modules

· Use the 5 modules to identify how they can be adapted and made into a VRQ

· Commission an organisation to write the units for a VRQ based on the 5 modules

· Look at piloting the new VRQ (maybe in partnership with Catch22). Potentially drawing down funding from a local authority, DWP or the Home Office to run a small project using the training as a route to employment/positive activity for young people

· Seek additional funding for the roll-out of the VRQ

· Roll-out the VRQ

Due to the range of priorities in the business plan and the constraints of a small operational budget, the NHWN will focus on securing funding before proceeding with this work in Year 1. A funding bid to develop a VRQ and pilot it has been prepared as part of the fundraising support offered by NCVO; this will need to be refined by the Operations Director when he/she is in post and submitted to a range of sponsors and funders. The funding bid needs to specify the costs of developing the VRQ models as well as costs for piloting, disseminating and evaluating the VRQ. If this bid is successful, NHWN will develop and pilot the VRQ.

Age UK have in the last year, delivered Train the Trainer courses for NHWN members around watching out for older vulnerable people, with a view to cascading this training to local watchers. During the next year, this approach will be evaluated to assess whether the training has had impact on members at local level. If successful, NHWN may wish to identify partners who can support train the trainer initiatives in a range of other areas.

The training needs of grassroots members will be reviewed and analysed in Year 2, using information gathered during the first year of NHWN’s operations, including analysis of enquiries, access of toolkits, website use, one to one support requested and offered, and evaluation of existing training and resources. This will be used to develop a training plan for Year 2 and beyond.

Training Plan

Short-term actions (up to six months)

· Induction of staff (Q1)

· Supervision & support of staff (Q2 & ongoing)

· Trustee skills audit and training needs analysis (Q1)

· Trustee code of conduct and training plan developed (Q1)

· Support of regional representatives (Q2 and ongoing)

· Training for Trustees (Q2)

· Toolkits for grassroots members updated (Q1)

· VRQ bid submitted (Q2)

Medium-term actions (6 months – 1 year)

· Staff training as needed 

· Training delivered for trustees 

· Ongoing support of regional representatives

· If VRQ bid successful, begin pilot

· Ensure systems in place to monitor and evaluate support and training to regional and grassroots members

Long-term actions (Year 2 onwards)

· Staff appraisals & individual learning plans

· Analysis of training needs of regional representatives

· Review of support offered to grassroots members and of training needs 

· Training plan developed for regional representatives and grassroots members

· Evaluate VRQ pilot and plan roll-out

· Review of Trustee training needs







