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Project funding: 

 

This project was funded by the Academy for Sustainable Communities and Inspire 
East. However, the views expressed in the report are those of the authors and should 
not be considered to be endorsed by the funders or Regional Cities East. 
 
The project was overseen by the Regional Cities East Skills Delivery Team including 
representatives from the Regional Cities East secretariat, Southend Borough 
Council, Peterborough City Council, EEDA and Inspire East. 
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Foreword 

 
Increasingly cities are looking at ways of developing our services in order to deliver 
our collective and individual growth targets.  Ensuring that we have proficiency in a 
range of skills is central to delivering successful growth and regeneration projects in 
our cities.  Critically at a time when growth is planned at its greatest levels we are 
experiencing a range of pressures in the public sector which are making recruitment 
and retention difficult and creating additional pressure on existing staff and specific 
skills which are in short supply nationally.    
 
This skills audit is a result of the Regional Cities East partnership.  The six cities and 
regional agencies in the partnership recognise the need to move beyond our current 
working practices.  We need to be more flexible to achieve our goals. The audit 
provides analytical detail which will be supportive in helping RCE share services and 
identify areas where individual cities have expertise that can be enhanced and 
shared.  Other opportunities exist alongside these. However, we need to act now to 
ensure that we maximise the opportunities that stand before our cities.   
 
 
 
Michael Crouch 
Regional Cities East Director 
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EXECUTIVE SUMMARY: 

 
The objectives of this project were to: 
  

 1. Undertake a skills audit of Regional Cities East to identify existing and 
future skills gaps and shortages.  

  
 2. Develop a Learning Laboratory proposal to be delivered in 2007/8. This will 

address the issues identified in the skills audit. (The delivery of this proposal 
will be subject to a separate tendering exercise)  

 

Key findings – skills gaps: 

The audit identified that there were three main categories of role that should be 
investigated: 

�  Professionals / managers 

�  Corporate leadership and leaders of the sustainable communities agenda 

�  Elected members 

The research identified that the Professionals / Managers required a set of 29 core 
skills to support the delivery of the sustainable communities agenda. 

The skills required by corporate leaders and elected members were found to consist 
of 12 core skills relevant to these two groups with regard to the sustainable 
communities agenda. The skills were the same for both corporate leadership and 
elected members. 

For each skill, the research identified a set of evidence statements that enable an 
assessment of the degree to which that skill is ‘evidenced’.  These evidence 
statements formed the basis of the questions for the on-line questionnaire. 

The research identified 13 job roles (eg:  planning, environmental services, housing, 
etc) relevant to the Professionals / managers.  For each of these job roles a ‘required’ 
skills level was identified.  By comparing the ‘perceived’ level of skill with the 
‘evidenced’ level of skill it was possible to identify those skills with the most 
significant gaps.   

The total number of respondents to the questionnaire was 101.   

The total number of people invited to participate in the questionnaire was 179. 

Considerable effort was made to ensure that invitations to participate in the 
questionnaire were targeted on the relevant individuals within RCE.   In addition, the 
process of inviting participants ensured that invitations arrived from a known 
colleague to eliminate the problem of unsolicited emails.  The rate of participation 
was lower than hoped but is considered to be a reflection of high work loads and 
‘initiative overload’.   

The online questionnaire enabled participants to select, firstly the main category of 
role, (professional / manager; Corporate leader; elected member), and then offered a 
selection of job roles. (eg:  planning, environmental services, housing, etc).  The 
skills with the greatest ‘skills gaps’ where found to be: 

(NOTE: Listed in descending order of significance of skills gap) 

�  Energy / mental vitality 

�  Regeneration project management 
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�  Inter-relationship between agencies 

�  Communication / engagement 

�  Understands the application of social capital to their area of work 

�  Risk taking vs bureaucratic approach 

�  Cultural diversity and sensitivity 

�  Working with new ideas 

�  Performance management 

�  Delivering through effective teams 

�  Communicating with communities 

�  Commercial understanding of the private sector 

 

Learning Laboratory - proposal 

The research investigated the preferred routes for learning for the three main 
categories of role.  The results on the top 5 preferred routes to learning suggest, in 
descending order of preference, for each of the three groups were:  
 
Elected members 

�  Internal training courses / workshops 
�  Internal management development programmes (long term programmes) 
�  Shadowing 
�  Temporary attachment to similar role – different council 
�  Temporary attachment to different internal department – same council 

 
Corporate leaders / regeneration leaders 

�  Temporary attachment to different internal department – same council 
�  On the job training 
�  Feedback from colleagues / managers 
�  External training courses 
�  Internal training courses 

 
Professionals / managers: 

�  Ability to call on someone with special knowledge 
�  Being coached / mentored 
�  On the job training 
�  Attachment to joint working group 
�  External training courses 

 

Summary: 

The learning laboratory will need to be able to co-ordinate the delivery of both formal 
training courses and also opportunities for sharing knowledge through coaching, 
shadowing and temporary attachments.  An important aspect of the learning 
laboratory is that it will provide a brokering service that matches the needs of 
individuals with a range of different learning options. It will need the internal systems 
that enable employees engaged in the sustainable communities agenda to identify 
the opportunities to move to temporary assignments, to find a mentor or undertake 
relevant shadowing. 
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INTRODUCTION: 

 
This report presents the findings of the Regional Cities East Skills Audit. 
 
Regional Cities East includes the local authorities of Peterborough, Luton, Ipswich, 
Norwich, Colchester and Southend and is supported by the East of England 
Development Agency and the Government Office for the East of England. It forms a 
group of leading cities in the East of England that are defined by the following 
characteristics: 
 

·  They are ambitious and have an externally focused agenda. Specifically this 
entails a keen desire to:  

 
o play a leading role in the region in order to support the region’s 

economy and raise the national and international profile of the region 
o play an active and promotional role in the delivery of the city-region 

metropole model 
o work in partnership, both with their respective sub-regional partners 

and as a collective. They are leading regional centres that are 
economic driver of functional economic areas and are characterised 
by sectors and clusters of international significance. 

 
·  They have an appetite for sustainable growth and are willing to deliver 

significant amounts of housing and employment and collectively aim to 
deliver, and hopefully surpass, 2021 economic and housing growth targets. 

 
·  They have an existing further or higher education presence or a strong 

commitment to developing one of international significance. 
 

·  They have existing or developing identifiable cultural ‘assets’ of at least 
regional significance. 

 
·  They are major service centre for their sub-regions. 

 
The Regional Cities East partners believe that by collaborating, rather than 
competing with each other, they can deliver more prosperity, jobs and homes. 
 
Regional Cities East has identified its capacity for delivery as a key challenge to be 
overcome if it is to meet its objectives. It has established a Skills Delivery Team to 
develop a skills and knowledge programme to support staff involved in planning 
delivering and managing sustainable communities. This skills audit forms a key 
element of the delivery team’s work as it will be used to shape the skills and 
knowledge programme. In particular, the findings will be used to shape the next East 
of England Learning Laboratory – an ASC funded programme designed to test 
innovative methods of learning. It will also be used to inform the development of 
Urban Renaissance Capacity East - a suite of activities designed to make the best 
use of existing human resources. 
 
The skills audit has focused on the occupations and generic skills identified in ‘The 
Egan Review: Skills for Sustainable Communities’. The recommendations have also 
been designed to support cross-occupational learning – another key focus of the 
Egan review.  
 



���������������������	�
���
�����	�
���
�����	�
���
�����	�
���
� ��� ���� �����������
�����������
�����������
�����������
  

 Page 8 

 

Project outputs 

The primary outputs of the project were to: 
  

 1. To undertake a skills audit of Regional Cities East to identify existing and 
future skills gaps and shortages.  

  
 2. To develop a Learning Laboratory proposal to be delivered in 2007/8. This 

will address the issues identified in the skills audit. (The delivery of this 
proposal will be subject to a separate tendering exercise)  

 
The skills audit is designed to: 
 
·  Identify the generic skills required within RCE to support sustainable 

communities 
·  Identify which skills are seen as ‘priority skills’ and which are seen as ‘secondary 

skills’ 
·  Identify the gaps between ‘required’ and ‘perceived’ levels of skill  
·  Gather information on perceptions of how the agenda for sustainable 

communities  is affecting people in their roles at present and might affect them in 
the future 

 
 
The proposal for the Learning Laboratory defines: 
 
�  The priority skills gaps that need to addressed 
�  Alternative routes for delivering training 
�  Identification of which groups are likely to require training in specific skills areas 
�  Identify key actions required to establish the Learning Laboratory 
 
 

The structure of this report 

 
 INTRODUCTION 
 

PART A:   Report on the RCE Skills Audit 
Section 1: Presentation of data  
Section 2: Interpretation of the data 
 

 
PART B:   Proposal for a Learning Laboratory:  
 Section 1:  Priorities for skills development 
 Section 2: Proposed actions for implementing the Learning Laboratory 
 

 
 PART C:   Appendices 
  Explanation of methodology used 

Key lessons learned from the project 
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PART A:  REPORT ON THE RCE SKILLS AUDIT 

 

Section 1: Presentation of data 

 
Review of the findings 

An explanation of the methodology used for gathering this data is given in Appendix 
1.   
 
This section presents the data that was collected.   Four main findings are presented: 
 

1. The list of key drivers affecting the agenda for sustainable communities.  
(These key drivers were defined through a series of interviews with Chief 
executives and other senior people leading the agenda for sustainable 
communities). 

 
2. The list of skills required to respond to the challenge of developing 

sustainable communities. (These skills were identified by professionals / 
managers who are engaged in delivering sustainable communities). 

 
3. The list of job categories that were identified through interviews and road 

shows 
 

4. The analysis of skills gaps for each of the job categories identified 
 
 
These findings provide data to help to identify the key areas for skills development 
within different types of role.  The sample size of data is just over one hundred 
responses.  (101 questionnaires completed on line). This provides the information to 
identify the main skills that need to be developed.   
 
As always with data collected through questionnaires it is important that there is 
‘intelligent interpretation’.  Some of the findings will provide a clear picture of where 
skills gaps are perceived to exist. In other areas the data will simply provide a 
snapshot of a perception of a small group of individuals – or individual. 
 
The questionnaire also collected information on preferred routes for learning.  This 
has been used to support the recommendations for the Learning Laboratory. 
 
The number of people invited to participate in the questionnaire from each of the 
regional cities is shown in the table below. 
 
Place Number 
Colchester 40 
Southend 26 
Norwich 36 
Ipswich 42 
Luton 35 
Peterborough 64 

TOTAL 179 
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The process by which individual managers determine their personal needs, or are 
nominated for courses to develop specific skills, will require a process to assess the 
requirements for the specific individual or team. 
 
The above four points are examined in more detail below: 
 
 
 
1.  List of key drivers : 

 
 
 
The Key Drivers were identified through a series of interviews with Chief Executives 
and senior managers.  The purpose of the interviews was to define those factors that 
were affecting sustainable communities in the East of England. 
 
Twelve key drivers were identified: 
 

Devolution of power and accountability to local lev el 
The Government is determined to see regeneration and is pushing that 
responsibility to local government and agencies. 
 
Increasing role of the private and social sectors i n delivery 
Government believes that the role of local government is to ‘commission’ and 
the role of the private sector and social sector will increase. 
 
Environmental responsibility  
The environment is of increasing significance in regeneration and local 
government is required to take account of the environmental impact of 
anything they do. 
 
Ageing and changing population 
The indigenous population is getting older and there is an increasing 
proportion of immigrants with their own culture. 
 
Globalisation 
Increasing globalisation will have an impact on regeneration and what the 
RCE can undertake. It will force the economy to being knowledge based in 
order to compete internationally. 
 
Under-bounding 
The need to regenerate outside the existing ‘city’ boundaries means that 
councils will need to co-operate much more to achieve sustainable growth. 
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Technology 
Technology will drive different solutions in terms of regeneration and how 
communities: live; work; travel and function. 
 
Housing shortage  
The need for many, many more houses will drive regeneration at a pace 
which has not been seen since the industrial revolution. 
 
Death of traditional economies 
Industries which ten years ago were seen as ‘traditional’ (e.g. car 
manufacturing) and were thriving are now dead and there is a need to renew 
the urban area. 
 
Development on a much larger scale 
Development needs to be on a much larger scale than ever before, putting 
pressure on competence; capacity and the range of skills needed by those 
involved in regeneration and performance management. 
 
Europe 
European economic strategies and EU funding will require RCE to link local 
strategies to EU initiatives and securing access to EU funding 
   
Transport and connectivity 
The challenge of road congestion, the need to achieve reduced carbon 
emissions and the need for integrated public transport will require difficult 
political decisions and a change in public attitudes 
 

 
Following the interviews with senior executives to define the key drivers, this 
information was then used in interviews with professionals / managers and also 
elected members.    During these interviews the managers and members were asked 
to consider what skills they needed in order to respond to the challenges that these 
key drivers presented, specifically in the context of the need to build sustainable 
communities in the East of England. 
 
 
2.  List of skills  

 
The interviews with professionals / managers and elected members identified the 
skills required to meet the challenge of sustainable communities.  A large number of 
skills were identified and these were then refined into a final list of 29 essential skills. 
 
The table below shows the 29 skills identified.  The skills were grouped under 5 
headings. 
 
 
 
Strategic vision: 
acting in the context of the bigger picture 
future focused 
delivering against government strategies 
development economics 
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Managing corporate relationships 
managing commitment 
managing in matrix not in hierarchy 
cross boundary working (incl. under bounding) 
managing external partners 
inter-relationship between agencies 
non-bureaucratic style 
risk taking vs bureaucratic approach 
colligiate / collaborative working 
  
Managing regeneration 
programme management and delivery 
delivering complex large scale projects 
regeneration project management 
performance management 
Sustainability 
  
Commercial awareness 
commercial understanding of the private sector 
financial acumen 
financial risk management 
financial control 
  
Engagement / communication 
communication / engagement 
energy / mental vitality 
understands the application of social capital to their are of 
work 
understands the roles that the third sector can fulfil 
communicating with communities 
delivering through effective teams 
working with new ideas 
cultural diversity and sensitivity 

 
 
Each of the skills is described by a number of evidence statements.  The evidence 
statements were derived from the interviews and Roadshows and are statements 
that describe ‘what you would see someone doing who was demonstrating the skill.’ 
 
The titles given to the skills, (eg: Future Focused) is useful as a descriptive heading 
but it is important to understand what lies behind these simple titles.  It is therefore 
useful to refer to both the skill and the evidence statement when reviewing the 
results.  (The skills and associated evidence statements used in the questionnaire 
are given in Appendix 3) 
 
 
3.  Job categories :      

 
During the interviews and the road shows a list of job categories were defined so that 
the on-line questionnaire could ask respondents to select which category they were 
in. 
 
The three main groups were: 
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�  Professionals / managers 

 
�  Strategic role in regeneration 

 
�  Elected members 

 
 
Each of these three main groups were further sub-divided: 
 
 
 
Professionals / Managers 
The defined list of Professionals / Managers roles is listed below.    
 
 Asset and Capital management 

Communications / media 
Community 
Corporate finance  
Development control 
Environment / waste services 
Housing 
Leisure 
Planning 
Regeneration 

 
All of the above job roles had a ‘required’ level of skill.  This ‘required’ level was 
identified during the road shows.  One of the important aspects of the research was 
to identify the skills gap between the required and perceived level of skills. 
 
There was a final group called ‘other’ that consisted of the following job roles: 
 

Children / education 
Health 
Human resources 
ICT 
Legal services 
Other 
Procurement 
Social care 
Street services 
Transportation 

 
A required skills level was not identified for this general group of job roles. 
 
 
Strategic role in regeneration: 
This group was sub divided into two categories as it was considered useful to 
distinguish between corporate leadership roles which have an overall responsibility 
for sustainable communities and roles created specifically to lead initiatives for 
delivering sustainable communities. 
 
The two categories of role identified each had a specific ‘required level’. 
 

Regeneration leadership 
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Corporate leadership 
 
 
Elected member / councillor: 
This group was sub divided into two categories as it was considered useful to 
distinguish those elected members who had specific responsibility for the sustainable 
communities agenda and other elected members.   
 
The two categories of role shared the same ‘required level’ 
 
 Councillor / elected member 

Regeneration portfolio holder / opposition portfolio holder 
 
 
 
4.  Analysis of skills gaps: 

 
In reviewing the results it is important to understand how ‘critical’ skills were identified 
and also how the ‘required’ skills levels were established. 
 
During the road shows, participants were asked to identify the ‘critical skills’ required 
in their role that were associated with delivering sustainable communities.  
(Managers were asked to identify the top five critical skills.  ‘Elected Members’ and 
‘Leaders’ were asked to identify the top four). 
 
This data was collated so that a required skills profile was developed for each job 
role.  On the diagrams, each skill is labelled.  The number at the end of the label 
shows the required skill level.  The most critical skills carry the number ‘5’ at the end 
of the label.  Descending levels of criticality are shown from ‘4’ to ‘1’.     
 
By comparing the required skills level with the perceived level the skills gaps can be 
identified for each job role. 
 
 

Professionals / managers:  Result of skills gap ana lysis 
The following data shows the skills gap for the categories of ‘professionals / 
managers’.  For each job category there is a summary of: 
 

�  Critical skills gaps:      The ‘critical skills’ associated with each role  
�  Significant skills gaps:   Current skill level vs. Required skill level 
�  Other skills gaps:           Areas for focus on skills development 

 
The following process was used for determining which skills gap to identify for each 
of these three points:  
 
Critical skills gaps: 
Those skills that were identified as ‘Critical’ by representatives of that role at the road 
shows have been given a weighting of ‘5’.   (The weighting is shown by the number 
at the end of the label given for each of the skills on the diagrams). 
 
The polar diagrams show the level of skill.  Score of ‘7’ is the highest score (on the 
outside of the circle). A score of ‘1’ is the lowest score.  (The yellow dot in the middle 
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representing ‘zero’ should be ignored.  This is a function of the programme that is not 
used in these diagrams). 
 
Where the gap between the required skills level (purple line) and the perceived skills 
level (green line) is close to a gap of two or more, then this skill is listed as critical. 
Eg:  if the required level is ‘6’ but the perceived level is ‘4’ then the gap is equal to ‘2’. 
 
 
Significant skills gaps: 
Those skills with a weighting of 4 which have a skills gap of ‘2’ or more are listed as 
‘significant’.  Where skills with a weighting of ‘5’ have a skills gap of less than 2 but 
may still be significant are also listed in this group. 
 
 
Other skills gaps: 
Those skills with a weighting of 3 or less but which have a significant gap between 
required and perceived are listed under ‘other’. 
 
 
 
Diagrams: 
Diagrams have been included in the body of the text so that it is possible to quickly 
view the overall pattern of the polar diagram at the same time as reading the text of 
the report.    
 
A set of diagrams is given in appendix 9 which shows one diagram per page.   
 
If required, this information can be printed off so that a full size diagram can be 
viewed at the same time as reading the report. 
 
Alternatively, if viewing on screen the magnification of ‘view’ can be increased so that 
the wording in the diagrams is easy to read. 
 
If viewing a black and white copy of the Report then the lines can be understood 
using the symbols (       ) 
 
Key:  
 Required level of skill in that role 
 
 Actual score for that group of professionals / managers 
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Asset and capital management 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Critical skills gaps: 

�  Commercial / understanding of the private sector 
�  Acting in the context of the bigger picture 

 
Significant skills gap: 

�  none 
 
Other skills gaps: 

�  Cultural diversity and sensitivity 
�  Financial risk management 
�  Programme management and delivery 

ASSET AND CAPITAL MANAGEMENT  
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Communications / media 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Critical skills gaps: 

�  Regeneration project management 
�  Energy / mental vitality 
�  Communication / engagement 
�  Collegiate / collaborative working 

 
Significant skills gap: 

�  Risk taking vs bureaucratic approach 
�  Working with new ideas 
�  Cultural diversity and sensitivity 

 
Other skills gaps: 

�  Performance management 
�  Financial risk management 
�  Communicating with communities 

 
 

 

COMMUNICATIONS AND MEDIA  
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Environment / waste services 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Critical skills gaps: 

�  Energy / mental vitality 
�  sustainability 
�  Inter-relationships between agencies 

 
Significant skills gap exist in the following areas: 

�  Regeneration project management 
�  Working with new ideas 
�  Application of social capital to there are of work 
�  Understands the roles that the third sector can fulfil as part of a high 

standard of engagement 
�  Communication / engagement 
�  Managing commitment 
�  Cultural diversity and sensitivity 
�  Communicating with communities  

 
Other skills gaps: 

�  Performance management  
�  Risk taking vs bureaucratic approach 

 
 
 

 

 

ENVIRONEMENT / WASTE SERVICES  
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Housing 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 

Critical skills gap: 
�  none 

 
Significant skills gap: 

�  programme management and delivery 
�  regeneration project management 

 
Other skills gaps: 

�  commercial / understanding of the private sector 
�  delivering through effective teams 

 
 
 
 

 

HOUSING  
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Planning 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

The critical skills are: 
�    

 
Significant skills gap exist in the following areas : 

�    
 
Other areas for focus are: 

�    
 

 
Critical skills gaps: 

�  Inter-relationship between agencies 
�  Delivering through effective teams 
�  Managing external partners 

 
Significant skills gaps:  

�  Performance management  
�  Financial control  
�  Energy mental vitality  
�  Understanding the application of social capital to their area of work  

 
 
Other skills gaps: 

�  Risk taking vs bureaucratic approach  
�  Communication / engagement  
�  Development economics  
�  Managing commitment 
 

 
 

PLANNING 
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Regeneration 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Critical skills gaps: 

�  none  
 
Significant skills gaps: 

�   none 
 
Other skills gaps: 

�  Risk taking vs bureaucratic approach 
�  Communicating with communities 
�  Understands application of social capital to there are of work 

 
 

 
 
 
 

 

REGENERATION 
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Other 
 
The data for ‘other’ differs to the diagrams presented above as it displays the skills 
without showing a ‘Required’ level.  Also, in the previous diagrams the order of the 
skills showed the ‘critical’ skills starting at the twelve o’clock position and going clock 
wise.  With this ‘other’ category there is no ‘critical’ skills information as all skills are 
shown with a default value of ‘4’ 
 
The data is assessed to identify those skills which fall below a level of ‘4’ and those 
skills below a level of ‘5’. 
 

 
 
 
 
The ‘Other’ group includes the following roles: 

Audit & Corporate 
Community 
Development control 
Health 
Human Resources 
Legal 
Leisure 
Social care 
Street services 
Transport 

 
Skills which score below ‘4’: 

�  Understands the application of social capital to their area of work 
 
Skills which score below ‘5’: 

�  Financial acumen 
�  Understands the roles that the third sector can fulfil as part of a 

high standard of engagement 
�  Risk taking vs Bureaucratic style 

OTHER SKILLS  
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�  Interrelationship between agencies 
�  Financial control 
�  Sustainability 
�  Programme management and delivery 
�  Communication / engagement 
�  Performance management 
�  Working with new ideas 
�  Financial control 
�  Managing external partners 
�  Managing commitment 
�  Development economics 
�  Cross boundary working 
�  Delivering against government strategies 

 

Elected members: Result of skills gap analysis 
 
The following data shows the results for the Elected Members group. 
 
This uses a different set of skills to the professionals / managers.  The results are 
presented to show: 
 

�  Critical skills gaps 
 

�  Significant skills gaps 
 
 
Critical skills gaps exist where the gap between the required and perceived level of 
skill of a critical skill, (one that is given a weighting of 5), is close to a gap of ‘2’ or 
more than ‘2’.  
 
Significant skills gaps exist where the gap of a skill with a weighting of 4 or 3 is 
showing a gap that is close to ‘2’ or more.  
 
NOTE:  The order of the skills is not shown in descending order of criticality, as was 
the case with professionals / managers. 
 
Key:  
 Required level of skill in that role 
 
 Actual score for that group of Members 
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Elected Members & Portfolio Holders: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 Critical skills gaps: 
�  Handling the media 

�  Recognition 

�  Analysis  

�  Vision and purpose 

 

Significant skills gaps: 

�  Effective communication 

�  Enabling  

�  Inspiring individual commitment 

 

 

 

ELECTED MEMBER & PORTFOLIO HOLDERS  
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Leaders of Regeneration:  Result of skills gap anal ysis 
 
The following data shows the results for the Leaders of Regeneration which includes 
regeneration leadership and corporate leadership. 
 
This uses the same set of skills as in the elected member group.  The results are 
presented to show:  

�  Critical skills gaps 
 

�  Significant skills gaps 
 
The basis for interpretation is the same as for Elected Members. 
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Leaders of Regeneration  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Critical skills gaps: 

�  Entrepreneurship 
 
 
Significant skills gaps: 

�  Lobbying and gaining commitment 
�  Vision and purpose 

 
 
  

 
Key:  
 Required level of skill in that role 
 

Actual score for that group of Leaders 
 
 

 

LEADERS OF REGENERATION  
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Corporate leadership 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
Critical skills gaps: 

�  lobbying and gaining commitment 
�  priorities 
�  vision and purpose 

 
 
Significant skills gaps: 

�  handling the media 
�  performance management 
�  analysis 
�  inspiring individual commitment  

 
Key:  
 Required level of skill in that role 
 
 Actual score for that group of Corporate Leadership 
 
 
 
 
 
 
 
 
 

 

CORPORATE  LEADERSHIP  
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Assessment of Capacity 

The concept of capacity seeks to determine level of workload associated with the 
agenda for sustainable communities. 
 
Participants were asked:   
 

“For your role assess the additional percentage workload caused by 
major changes to regional and national policy with regards to 
regeneration activity. (e.g.: RCE, partnerships, etc).” 

 

This question was asked with regard to current workload and expectation of the work 
load that might be associated with the agenda for sustainable communities in 12 
months time. 

 
The objective was to assess how different roles were being affected in their workload 
and how this workload was expected to change in the next twelve months. 
 
The purpose of collecting this data was to assess the impact on the different roles 
and therefore which roles were most at risk of being overstretched in their workload 
and ability to fulfil their commitments effectively. 
 
The results are shown in descending order, with those groups that have the greatest 
demands on their anticipated ‘Future’ capacity at the top of the list. 
 
 
 
Key:  
 Capacity level NOW in that role 
 
 Capacity level FUTURE in that role 



���������������������	�
���
�����	�
���
�����	�
���
�����	�
���
� ��� ���� �����������
�����������
�����������
�����������
  

 Page 29 

 
Capacity:  Now vs. Future    
 
Diagram:  Individual professional disciplines:  
 
 

0 10 20 30 40 50 60 70 80 90 100

Children / Education

Corp. Finance

ICT

Procurement

Social Care

Street services

Transport

H.R.

Leisure

Legal Services

Environm't

Capital / Asset

Other

Planning

Regeneration

community

Develop. Control

Housing

Comms / media

Audit

Health

 
 
 
Key:  
 Capacity level NOW in that role 
 
 Capacity level FUTURE in that role 
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Capacity:  Now vs. Future    
 
Diagram:  Aggregate of all professional disciplines: 
 
 

0 5 10 15 20 25 30 35 40 45 50

Aggregate: All
professions

 
 
Key:  
 Capacity level NOW in that role 
 
 Capacity level FUTURE in that role 
 
This shows that at present, managers feel that about 45% of their time is allocated to 
activities associated with the sustainable communities agenda.  There is an 
expectation that this will reduce to a level of about 30% of their time. 
 
 
 
Assessment of Complexity: 

 
The concept of ‘Complexity’ seeks to understand the degree to which the 
regeneration agenda has made the activities that people are involved more complex. 
 
Whilst there will be many interpretations of the meaning of ‘more complex’ one 
possible consequence of work becoming more complex is that it will require roles to 
operate more cross functionally, rather than continue to operate within their area of 
specialism and expertise.   
 
These findings may be useful in identifying which roles are likely to require skills 
development as the nature of the role becomes more complex.  Greater complexity 
may be associated with new ways of working and greater emphasis on the enabling 
skills identified by this research. 
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Complexity: 

0 10 20 30 40 50 60 70 80 90

Children / Education

Corp. Finance

ICT

Procurement

H.R.

Social Care

Legal Services

Leisure

Other

Regeneration

Housing

Street services

Audit

Capital / Asset

Transport

Comms / media

community

Planning

Develop. Control

Environm't

Health

 
 
Key:  
 
 Increase in COMPLEXITY of work in that role 
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Reasons for shortages 

 
One option for building skills within an organisation is to attract appropriately skilled 
and experienced staff.   Respondents to the questionnaire were asked to identify 
their perception of the reasons for any under-establishment. (e.g. not enough 
university graduates in the discipline; the City cannot attract these people). 
 
Any strategy for skills development will need to be aligned with a recruitment 
strategy.  This information sought to investigate possible reasons for difficulty in 
attracting suitable calibre staff.  It was not relevant to ask the elected members about 
their perceptions of ‘reasons for shortages’.       
 
The data on shortages identifies the reasons for shortages of three groups: 
 

�  Corporate leadership  
�  Regeneration leadership 
�  Professionals / managers 

 
Key:  
 Score for Regeneration Leaders 
 
 Score for Corporate Leaders 
  
 Score for professionals / managers 
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Shortages: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Perceived reasons for shortages: 
 
The main reasons for shortages of these three groups are as follows: 
 
 Regeneration leadership:  

�  Perceptions of public sector has low appeal  
�  Lack of experienced candidates in the national market 
�  Insufficient supply of qualified graduates coming out of university 
�  Poaching of existing staff by private sector 

 
 Corporate leadership: 

�  Poor local image – town / region does not offer enough activities 
�  Lack of experienced candidates in the national market 
�  Poor career progression / lack of management opportunities 
�  Salary benefits expectations not met 

  
 Professionals / managers roles: 

�  Salary benefits expectations not met 
�  Perceptions of public sector has low appeal  
�  Poor career progression / lack of management opportunities 

 

 

SHORTAGES  
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Section 2: Interpretation of the data 

 

Interpreting the findings: implications for a Learn ing Laboratory 

The following analysis has allocated a weighting according to whether the skills gap 
was categorised as critical, significant or other.  Weighting values are as follows: 

Critical  = 3 
Significant  = 2  
Other   = 1 

 
The chart below shows a summary of the results of the above diagrams for the 
professionals / managers. 
 

Professionals / managers: 
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Strategic vision:
acting in the context of the bigger picture 3 3
future focused 0
delivering against government strategies 0
development economics 1 1

Managing corporate relationships
managing commitment 2 1 3
managing in matrix not in hierarchy 0
cross boundary working (incl. under bounding) 0
managing external partners 3 3
inter-relationship between agencies 3 3 6
non-bureaucratic style 0
risk taking vs bureaucratic approach 2 1 1 1 5
colligiate / collaborative working 3 3

Managing regeneration
programme management and delivery 1 2 3
delivering complex large scale projects 0
regeneration project management 3 2 2 7
performance management 1 1 2 4
sustainability 3 3

Commercial awareness
commercial understanding of the private sector 3 1 4
financial acumen 0
financial risk management 1 1 2
financial control 2 2

Engagement / communication
communication / engagement 3 2 1 6
energy / mental vitality 3 3 2 8
understands the application of social capital to their are of work 2 2 1 5
understands the roles that the third sector can fulfil 2 2
communicating with communities 1 2 1 4
delivering through effective teams 1 3 4
working with new ideas 2 2 4
cultural diversity and sensitivity 1 2 2 5  

 

The same data is shown below sorted with the highest ‘score’ at the top.   The skills 
categories, (strategic vision; managing corporate relationships; managing 
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regeneration; commercial awareness; engagement communication), can be identified 
by the colour. 
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energy / mental vitality (EC) 3 3 2 8
regeneration project management  (MR) 3 2 2 7
inter-relationship between agencies (MCR) 3 3 6
communication / engagement (EC) 3 2 1 6
understands the application of social capital to their are of work (EC) 2 2 1 5
risk taking vs bureaucratic approach (MCR) 2 1 1 1 5
cultural diversity and sensitivity (EC) 1 2 2 5
working with new ideas (EC) 2 2 4
performance management  (MR) 1 1 2 4
delivering through effective teams (EC) 1 3 4
communicating with communities (EC) 1 2 1 4
commercial understanding of the private sector 3 1 4
sustainability  (MR) 3 3
programme management and delivery  (MR) 1 2 3
managing external partners (MCR) 3 3
managing commitment (MCR) 2 1 3
colligiate / collaborative working (MCR) 3 3
acting in the context of the bigger picture (SV) 3 3
understands the roles that the third sector can fulfil (EC) 2 2
financial risk management  (CA) 1 1 2
financial control  (CA) 2 2
development economics (SV) 1 1
non-bureaucratic style (MCR) 0
managing in matrix not in hierarchy (MCR) 0
future focused (SV) 0
financial acumen  (CA) 0
delivering complex large scale projects  (MR) 0
delivering against government strategies (SV) 0
cross boundary working (incl. under bounding) (MCR) 0

Key to colours / code
Strategic vision:  (SV)
Managing regeneration  (MR)
Managing corporate relationships  (MCR)
Engagement / communication  (EC)
Commercial awareness  (CA)  

 

 

 

 

 

 

 

One of the broad implications from this data is that the set of skills associated with 
the category of ‘engagement and communications skills’ seem to be relatively 
important. Seven of the first eleven skills fall into this category. 



���������������������	�
���
�����	�
���
�����	�
���
�����	�
���
� ��� ���� �����������
�����������
�����������
�����������
  

 Page 36 

The specific observations on the individual skills which ranked high on this list are 
given below and initial views on what this might mean for a Learning Laboratory are 
included. 

 

Identifying the priority skills gaps – Professional s / managers: 

 

Energy / mental vitality:   

This is the highest rated ‘skill’.  Teaching ‘energy’ may not be a trainable skill but 
there are ways of developing techniques that enable managers to identify where best 
to place their energy / mental vitality.  The other point to consider is that perceptions 
of ‘energy’ are affected by external circumstances.  People will feel energised when 
they are positive, motivated, enthusiastic.  It may be that managers and leaders need 
skills to ensure that they create the external circumstances that engender a sense of 
motivation and enthusiasm. 

 

The evidence statements that were identified for this skill were: 

�  Has the ability to make all types of people feel comfortable in their presence 
�  Excited by the regeneration agenda and sees it as a challenge 
�  Has a presence and a profile which commands respect and admiration 
�  Isn’t daunted by the issues and the challenges 

 

These evidence statements describe people who have the ability create an energy 
and enthusiasm for a subject.  With the sustainable communities agenda there is a 
particular need for energy and enthusiasm to explain the importance of the topic, set 
out the objectives and gain support. 

 

Skills development would need to be within the context of an organisational culture 
that enables people to take an initiative into new territory.  This will require the culture 
to be accepting of new challenges and new ways of doing things.  The skills 
development will need to focus on developing those skills that enable individuals to 
work with confidence in areas of uncertainty. 

 

 

Regeneration project management: 

This is the second rated skill.  The evidence statements that demonstrate someone 
has these skills have been identified as: 

�  Able to think around the wider issues of a project rather than just their 
singular professional aspects 

�  Able to identify the key outcomes and set objectives and appropriate targets 
for each objective 

�  Recognises where performance needs adjusting 
 

These skills relate to setting objectives, (in the context of regeneration), and 
managing progress against plan.  The ability of a manager or team leader to be 
effective will be dependent not only on their skills but also on the degree of authority 
and support that they have for the initiative that they are leading. 
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Part of the skills development should therefore be designed for those that sponsor 
regeneration projects so that they are effective sponsors of regeneration projects.  
The other part will focus on building skills and confidence associated with managing 
regeneration projects. In addition, training should develop the skills to enable project 
managers to be effective at ‘managing upwards’.  For example, if senior sponsorship 
is lacking, then an effective project manager will provide information that enables the 
senior sponsor to be effective. 

Developing the ability to ‘think around the wider issues’ will require that the person 
has sufficient breadth of experience that they see the interdependencies between 
different aspects of the project.  Training will be able to support this where it builds 
awareness, particularly where such training provides exposure to situations outside 
their normal area of professional activity.  The format of such training will need to use 
creative ways to achieve this effectively. 

 

Inter-relationship between agencies: 

This is the third rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

�  Understands the role of the various agencies involved in regeneration and 
what they can and should contribute 

�  Able to negotiate and achieve consensus and compromise 
 

This skills has two distinct aspects.  The first requires and understanding of the 
various agencies and the second is related to negotiation.  Building knowledge and 
understanding will require innovative routes for enabling people to build a good 
understanding of what different agencies exist and how their roles and 
responsibilities overlap, conflict, support each other. This will provide an 
understanding of the areas of focus, motivations and objectives.  This knowledge will 
be necessary to support effective negotiation, consensus and compromise.  Skills 
training is likely to involve the opportunity to work with or have contact with these 
other agencies. 

There are a set of skills associated with negotiation and achieving consensus.  Skills 
training for these is likely to be a combination of traditional management 
development workshops coupled with coaching / mentoring to support the person as 
the practice their skills and build confidence. 

 

Communication / engagement: 

This is the forth rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

�  Manages communication through the media effectively 
�  Engages in genuine public consultation 
�  Good at finding the most effective method of engagement for each type of 

stakeholder 
 

These skills are related to the ability to effectively communicate the importance of the 
sustainable communities agenda to achieve support from different stakeholder 
groups.  The ability to manage the media effectively requires an understanding of 
who the different representatives of the media are and how to engage their interest.  
In addition, there will be a variety of skills that are associated with defining a clear 
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message, presenting information in a context of issues that relate to the audiences 
current areas of concern and so forth. 

There will be a set of skills that relate to an understanding of defining appropriate 
formats for communicating effectively. These are broad based skills that will also 
support other skills development needs. 

 

Understands the application of social capital to th eir work: 

This is the fifth rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

�  Can explain and link how social capital bonding activity improves the quality 
of life, health, and economic wellbeing of individuals and target beneficiaries. 

�  Can explain how social capital bridging activity can be encouraged and 
facilitated to achieve social cohesion. 

�  Understands and can explain the community and voluntary sector's 
contribution to social capital development 

 

These skills will be supported by a greater knowledge of the issues and an ability to 
see the practical benefits of effectively developing social capital.  It will require an 
understanding of how the work of the Regional Cities East support and enable social 
capital development. 

 

Risk taking vs Bureaucratic approach: 

This is the sixth rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

�  Ability to identify the right risks to take and therefore which issues can be left 
without risking the future success 

�  Willing to challenge premises in order to uncover potential risks and reveal 
them 

�  Takes responsibility for deviation from the project critical path when this is 
beneficial to the overall success of the project 

 

This is a set of skills that are based upon a clear understanding of the persons scope 
of responsibility linked to support that provides the authority to be effective in role. 
This skills will also be enabled within a culture that encourages decisions that focus 
on delivering effective service, rather than a culture which primarily seeks to mitigate 
risk.  Clearly, there is an interdependency between culture and behaviour.  Culture 
will encourage certain behaviours but equally, culture will be changed when new 
behaviours become the norm.  Skills training in this area will focus on encouraging 
people to adopt behaviours that support a culture change. 

The skills that will enable ‘risk taking’ behaviours will focus on enabling people to 
adopt a consultative process to enable them to define issues, establish objectives, 
identify options and agree courses of action.  This is not in fact about ‘risk taking’ this 
is about developing the skills to minimise risk whilst taking the appropriate action, 
rather than simply taking the ‘safe’ action. 

 

Cultural diversity and sensitivity: 

This is the seventh rated skill.  The evidence statements that demonstrate someone 
has these skills have been identified as: 
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�  Challenges cultural injustice and introduces programmes to address cultural 
in-balance 

�  Considers the implications of different cultures and ethnic backgrounds when 
assessing the merits of project proposals 

�  Has a balanced awareness of different cultures to ensure that all significant 
interests are fairly represented 

 

Developing skills in this area will partly be about developing an awareness of the 
impact of cultural diversity issues as they affect different aspects of the sustainable 
communities agenda.  It will also be about developing the skills to evaluate the 
impact of any decision upon cultural issues. 

Developing the skill will require raising awareness of how cultural injustice can arise 
and how it manifests itself.  Skills development will therefore need to raise exposure 
real events and provide tools and techniques to enable the person to assess 
implications of project proposals. 

 

Working with new ideas: 

This is the eighth rated skill.  The evidence statements that demonstrate someone 
has these skills have been identified as: 

�  Attentive to the ideas of others 
�  Allows others to get their point of view across 
�  Able to build on ideas of others to achieve the overall objective 
�  Helps others contribute their ideas even when these views differ from their 

own personal perspective 
 

A critical dimension to this skill is the ability to work with people in new and unfamiliar 
situations.  Skills development will focus on building skills and techniques to enable 
people to work outside their normal areas of professional expertise.  These are 
practical skills that can be developed within teams and individuals.  Once the skills 
have been developed the person will need the opportunity to engage in activities and 
projects that build confidence in working with new ideas.  They will need to feel 
confident to build on the ideas of others and work with teams that express a variety of 
different views. 

Skills development will need to provide real situations for applying skills but it will be 
important that there is a mechanism for assessing a person’s readiness to accept 
different degrees of difficulty.  It would be counter productive to provide someone 
with the skills and then ‘throw them into the deep end’ so that they became 
uncomfortable and then lose confidence in the techniques. 

 

Performance management: 

This is the ninth rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

�  Can identify good key indicators which are a robust measure of evidenced 
based  progress 

�  Has a reliable and robust approach to data and evidence collection 
�  Effectively uses trend data and information projections to measure 

performance and effectiveness of change, delivery and progress 
�  Identifies required corrective actions needed to get projects back on track 
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Performance management requires a range of well defined tools and techniques.  
Developing the skills will partly involve developing an understanding of these 
techniques and it will also require the opportunity to apply the skills to appropriate 
tasks. 

 

Delivering through effective teams: 

This is the tenth rated skill.  The evidence statements that demonstrate someone has 
these skills have been identified as: 

 

�  Actively seeks to identify the individual talents within a team 
�  Uses their knowledge of different personality styles to allocate tasks to fit 

individual strengths 
�  Understands how individual behavioural characteristics influence personal 

styles of working 
�  Takes positive action to create successful teams based on an understanding 

of the dynamics of teams 
 

A key feature of modern management roles in general and for managers who are 
engaged on issues related to the sustainable communities agenda specifically is that 
they are involved in a variety of different teams working on different initiatives.   

The skills required to identify individual talents and to understand personality types 
are readily developed within effective management development programmes.  
Application of these skills requires the opportunity to work with teams on suitable 
projects. Providing support for the manager will be essential.  This is likely to involve 
coaching / mentoring support so that the person is provided with constructive advice 
and builds confidence delegate responsibility to individuals within the team and 
manage the dynamics of the team so that it performs effectively. 

 

 



���������������������	�
���
�����	�
���
�����	�
���
�����	�
���
� ��� ���� �����������
�����������
�����������
�����������
  

 Page 41 

Identifying the priority skills gaps - Corporate le adership / Leaders of 
Regeneration and Elected Members / Portfolio Holder s 

 

The results for the Corporate Leaders / Leaders of Regeneration and the Elected 
Members / Portfolio Holders have been summarised in the chart below. 
 
Where the skill was identified as ‘critical’ it has been given a score of ‘3’.  Skills which 
were identified as ‘significant’ have been given a score of ‘2’. 
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Vision And Purpose 3 2 3 8
Analysis 3 2 5
Handling the media 3 2 5
Lobbying and gaining commitment 2 3 5
Inspiring individual commitment 2 2 4
Recognition 3 3
Priorities 3 3
Entrepreneurship 3 3
Effective communication 2 2
Enabling 2 2
Performance management 2 2
Supporting Action 0  
 
 
 
 
Vision and purpose: 
The evidence statements that demonstrate the existence of this skill are: 
 

�  Has a clear vision of the potential of regeneration 
�  Is pragmatic and yet optimistic about what can be achieved 
�  Can articulate the stages of achieving the end goal 

 
This skill has a close relationship with ‘Priorities’ above.  It will involve the skill to both 
establish the vision and also to share the vision.  Ensuring that the vision is optimistic 
and achievable will depend on the process that is used for developing the vision.   
 
 
Analysis: 
The evidence statements that demonstrate the existence of this skill are: 
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�  Is effective in requiring analysis 
�  Has clear awareness of the need and the gap 
�  Recognises the barriers that need to be overcome  

 
Managers recognised the need for the skill to undertake analysis in order that the 
quality of decisions was as high as possible.  The ability to undertake effective 
analysis starts with the ability to identify which issues require analysis.  This will 
require an awareness of the factors that need to be investigated. It also requires a 
style of working that is inquisitive and prepared to challenge the status quo.   
 
 
 
Handling the media: 
The evidence statements that demonstrate the existence of this skill are: 
 

�  Ability to galvanize attention and interest from all sources and to manage the 
media and the political spotlight 

�  Able to manage the media to achieve effective publicity for regeneration 
�  Has effective communication / PR skills 

 
Many of the issues related to the sustainable communities agenda requires raising 
awareness within the local communities and regional population.  Issues affecting 
new infrastructure or industrial / commercial activity will raise sensitivities.  Promoting 
new ideas in a positive and balanced way will require that the media are managed 
effectively.    
 
 
Inspiring individual commitment: 
The evidence statements that demonstrate the existence of this skill are: 
 

�  Gains people's commitment and individual ownership 
�  Inspires and builds confidence in others 
�  Asks people what visible difference they can make 

 
Gaining support for issues associated with the sustainable communities agenda is an 
important skill.  Some aspects of this skill can be developed by management 
development courses.  Other aspects of this skill will only be developed by enabling 
the person to be exposed to different situations, with different groups.  Therefore, any 
proposals for the Learning Laboratory will need to have a process for identifying 
suitable situations and also ensure that appropriate methods of evaluation and 
support are in place. 
 
 
Recognition: 
The evidence statements that demonstrate the existence of this skill are: 
 

�  Recognises the achievement and commitment of people when they have 
done a good job 

�  Celebrates achievement against milestones at all levels 
�  Rewards success and people’s part in it 

 
 
Lobbying and gaining commitment: 
The evidence statements that demonstrate the existence of this skill are: 
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�  Is effective at lobbying and knows and uses the power they have effectively 
�  Effective in getting funding and support 
�  Ready to use all kinds of means to lobby effectively  

 
This skill relates to the ability to influence, particularly through power and authority. 
 
Developing this skill is likely to require a combination of management development 
and practical support, primarily through coaching.  There are teachable techniques 
for working with groups to secure commitment.  Lobbying on the other hand is more 
likely to increase in effectiveness through exposure to ‘real’ situations and the ability 
to observe what makes lobbying effective.  It is also likely that skills development will 
focus on what are the sources of power and how can it be used effectively to support 
lobbying and gaining commitment. 
 
 
Priorities: 
The evidence statements that demonstrate the existence of this skill are: 
 

�  Is clear about the priorities  
�  Is prepared to give and take to achieve the bigger goal 
�  Sets themselves clear targets and ambitions 

 
Corporate leadership clearly needs to be able to set clear priorities.  This requires an 
understanding of techniques that enable priorities to be set. In addition, skills 
development will need to focus on any specific aspects of setting priorities within the 
context of sustainable communities.  This may require a forum for enabling corporate 
leaders to develop their understanding of the interdependency of sustainability issues 
with other strategic objectives.  This skill is likely to be developed through networking 
and exposure to emerging topical issues to ensure that leaders gather and assimilate 
relevant information.  The Learning Laboratory would support this by providing a 
structure for engaging representatives of corporate leadership to enable information 
to shared and understood. 
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PART B:  PROPOSAL FOR A LEARNING LABORATORY 

 
 
 
Importance of the Learning Laboratory to RCE 

 
One of the underpinning principles of Regional Cities East is to share best practice 
and collaborate on joint activities that develop sustainable communities in the East of 
England.  The establishment of a Learning Laboratory will provide a practical vehicle 
for further demonstrating this shared commitment.  The Learning Laboratory will itself 
become an important route through which ideas are shared and cross regional 
contacts established and maintained. 
 
This section offers a proposal for a Learning Laboratory to support the skills 
development needs of RCE.   
 
 
  
Setting the objectives  

 
The objectives for the Learning Laboratory will need to be formally defined. They are 
likely to relate to the following aims and purpose: 
 

�  To develop essential skills that are focused on those roles which are central 
to delivering sustainable communities 

 
�  To provide a channel through which participants can share knowledge and 

establish internal networks 
 

�  To gather knowledge and information that builds into an evolving knowledge 
base 

 
�  To provide routes to learning that are adapted to suit the needs of different 

audience groups 
 

�  To complement HR strategy and objectives within the individual RCE’s 
 
 
 
Success criteria 

 
The success criteria will need to be formally defined and should include the following: 
 

�  To provide excellent value for money 
 

�  To demonstrate the linkage between the knowledge that is transferred and 
the benefit delivered to RCE 
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�  To be recognised as a centre of excellence for developing skills associated 
with delivering the sustainable communities agenda 

 
 
 
Learning Laboratory proposal 

 
This proposal takes the findings from the skills audit and identifies: 
 

�  the priority skills gaps 
 

�  the preferred ‘routes to learning’ for these priority skills 
 
 
 
 
 
The priority skills gaps 

 
The findings of this report identified the following priority skills gaps: 
 
Professionals / managers: (top 10 priority skills gaps) 
 

�  Energy / mental vitality 
�  Regeneration project management 
�  Inter-relationship between agencies 
�  Communication / engagement 
�  Understand the application of social capital to their area of work 
�  Risk taking vs bureaucratic style 
�  Cultural diversity and sensitivity 
�  Working with new ideas 
�  Performance management 
�  Delivering through effective teams 

 
 
Leaders of regeneration, elected members / portfolio holders (Top 7 skills gaps) 
 

�  Vision and purpose 
�  Analysis 
�  Handling the media 
�  Lobbying and gaining commitment 
�  Inspiring individual commitment 
�  Effective communication 
�  Recognition 
�  Priorities 
�  Entrepreneurship  

 
 
 
 
Preferred routes to learning 
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Developing the wide range of skills that have been identified will require access to a 
wide range of approaches and formats.  In addition, the Learning Laboratory has to 
be able to offer formats that are not just appropriate for the specific topic but will need 
to be able to offer formats and environments that cater for individuals with widely 
differing background, depth of experience, different levels of authority and different 
learning styles. 
 
The interviews and Roadshows undertaken during this project identified a number of 
suggested routes to learning.  This information was then incorporated into the 
questionnaire to identify the preferences for different routes to learning. 
 
The results are shown in the diagram below.  The higher the score (further out from 
the centre), the stronger the preference for that route to learning. 
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Preferred routes to learning : 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
The results on the top 5 preferred routes to learning suggest, in descending order of 
preference, for each of the three groups are as follows: 
 
Elected members 

�  Internal training courses / workshops 
�  Internal management development programmes (long term programmes) 
�  Shadowing 
�  Temporary attachment to similar role – different council 
�  Temporary attachment to different internal department – same council 

 
Corporate leaders / regeneration leaders 

�  Temporary attachment to different internal department – same council 
�  On the job training 
�  Feedback from colleagues / managers 
�  External training courses 
�  Internal training courses 

 
Professionals / managers: 

�  Ability to call on someone with special knowledge 
�  Being coached / mentored 
�  On the job training 
�  Attachment to joint working group 
�  External training courses 

 
These findings suggest that ‘traditional’ training is not likely to be the most preferred 
route for developing skills, except possibly for members.  The Learning Laboratory 
will need to offer innovative routes to building knowledge and skills.  In particular, it 
will need to provide options such as networking, sharing knowledge and coaching. 

 

PREFERRED ROUTES TO LEARNING 
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Proposal for ‘innovative routes’ for learning: 

 
Proposed routes for building skills through sharing expertise might include the 
following: 
 
·  attachment to joint working groups 
·  internal / external networks 
·  best practice groups 
·  attachment to different department – same organisation 
·  attachment to similar department – different organisation 
·  feedback from colleagues 
·  shadowing 
·  opportunities for collaboration and using the strengths in some places to 

overcome deficiencies in others 
·  creating mentoring relationships between individuals  
·  providing links to centres of excellence  
·  establishing Action Learning Sets  
·  facilitating e-knowledge (but probably not e-learning) to gain knowledge and 

understanding 
·  exchanging best practice case study experience  
·  arranging secondments between authorities and the public and private sector 
·  utilising expertise on projects 
·  arranging training events/ workshops in generic skills to build networking links 
·  creating a web-based forum for exchanging ideas, information and experience 
·  identifying people with proven experience who can add value and input at key 

points 
 
 
Note:  Appendix 8 examines each of these options in more detail.  
 
 

Proposal for ‘traditional routes’ for learning: 

 
The traditional routes for developing management skills will include: 
 

�  on the job training 
�  externally delivered training workshops 
�  internally delivered training 
�  externally delivered management development programmes 
�  internally delivered management development programmes 
�  distance learning 
�  professional seminars / conferences 

 
Training provision for many of these traditional routes will already be in place. The 
role of the Learning Laboratory should be to support the existing training 
infrastructure and work with the representatives of HR from the individual RCE’s.   
 
It will be able to support the representatives from the HR functions by developing a 
regional assessment of skills development needs and monitor which routes are being 
used.   
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It is proposed that there should be a periodic review of: 

�  which training routes have been used 
�  which skills they have developed by which routes 
�  post training evaluations 

 
From this review it will be possible to identify where there are gaps in the existing 
training provision, (or where quality is falling below standard).  The Learning 
Laboratory will then be able to investigate options for addressing these needs.  The 
learning Laboratory may become involved to differing degrees.  These might include: 
 

�  Providing information on alternative organisations that offer suitable training 
�  Request organisations to provide specific training courses  
�  Commission ‘one off’ training programmes on behalf of RCE 

 
 
Recommendations: 

 

The tables below identify, for each of the three main groups, 
(professionals/managers, Leaders of regeneration, elected members), the priority 
skills and their preferred routes for learning. 
 
Within each table the recommended route to learning for each skill is identified by a 
red ‘A’.   
 
The alternative and potentially complementary route for learning is shown by a blue 
‘B’. 
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Learning laboratory recommendations – Professionals  / managers 

 

Managers / professionals: (top 10 priority skills g aps) ca
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Energy / mental vitality (E/C) A B
Regeneration project management (MR) A B
Inter-relationship between agencies (MCR) B A
Communication / engagement (E/C) B A
Understand the application of social capital to their area of work A B
Risk taking vs bureaucratic style (MCR) A B
Cultural diversity and sensitivity (E/C) B A
Working with new ideas (E/C) B A
Performance management (MR) A B
Delivering through effective teams (E/C) B A  

 
The skills for Managers / professionals were categorised to show: 
 

�  Strategic vision  (SV) 
�  Managing corporate relationships (MCR) 
�  Managing regeneration (MR) 
�  Commercial awareness (CA) 
�  Engagement / communication  (C/E) 

 
Six out of the ten skills relate to ‘Engagement / Communication’.   These skills relate 
very much to the way of working.  Training will need to provide both underpinning 
skills and principles that guide how  people work and support this with opportunities 
to see new / alternative ways of working.  Coaching or the ability to call on someone 
with special knowledge will be particularly valuable. 
 
The Learning Laboratory will need to support this exposure to new ways of working 
with  a framework that provides some structure that underpins these relatively 
informal routes for sharing knowledge. 
 
External courses will be suitable route for developing specific aspects of these skills.  
In particular, the value of formal training will be that it ensures consistency in some of 
the key principles and techniques.  For example, there will be many ways of 
developing skills and techniques for ‘delivering through effective teams’.  There will 
be advantages for organisations within RCE if there is commonality of the techniques 
that are used so that they are understood when different people come together to 
form cross functional teams. 
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Learning laboratory recommendations – Elected membe rs  
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Vision and purpose B
Analysis B 
Handling the media B 
Lobbying and gaining commitment B 
Inspiring individual commitment B 
Effective communication B 
Recognition B 
Priorities B A
Entrepreneurship B A

A
A
A

A
A
A
A

 
 
 
 
The ‘elected member / portfolio holders’ identified their preferred route for skills 
development to be through internal training courses.  TheIr second preferred route 
was through ‘Internal Management Development Programmes’.   Given that internal 
courses might be part of an Internal Development Programme, these two options 
have been combined for the top seven priority skills. 
 
The proposal for the elected members is to offer a formally structured programme of 
development.  This is an appropriate route for developing skills for elected members 
who may come from a variety of backgrounds and experience.  A structured 
programme would offer consistent development of core skills across RCE.   
 
This Management Programme is underpinned by practical experience of how these 
skills are applied. The routes for developing this practical experience is shown by the 
‘B’  
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Learning laboratory recommendations – Corporate Lea dership / Leaders of 
Regeneration  
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Vision and purpose A B
Analysis B A
Handling the media B A
Lobbying and gaining commitment A B
Inspiring individual commitment A B
Recognition B A
Priorities A B
Entrepreneurship A B
Effective communication B A  

 
 
This group identified their three preferred routes to learning to be through exposure 
to different departments, on the job training and feedback from colleagues.  This 
reflects a pragmatic ‘as the need arises’ approach to skills development. 
 
More formalised skills development through internal and external courses were 
identified as the forth and fifth preferred options. 
 
Strong emphasis has been placed on the use of ‘temporary attachments’.    
 
Internal courses have been identified for ‘Handling the media’ and ‘recognition’.  
These have been selected because these skills should reflect the style and 
messages that are appropriate within RCE.  In particular, ‘recognition’ will reflect the 
culture that RCE seek to develop in the way that people are appreciated and 
motivated. 
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Providing a framework for learning: 

 
An important aspect of the learning laboratory is that it will provide a brokering 
service that matches the needs of individuals with a range of different learning 
options. 
 
It will need the internal systems that enable employees engaged in the sustainable 
communities agenda to identify the opportunities to move to temporary assignments, 
to find a mentor or undertake relevant shadowing. 
 
In addition, the learning laboratory should set guidelines that ensure that anyone 
participating in skills development is clear on the following prior to undertaking skills 
development: 
 

�  What are the learning objectives 
�  How will these skills benefit them in their role 
�  What are the criteria for judging effectiveness of the selected route 
�  How will they evaluate the success of the learning activity 

 
This will then need to be followed up so that data can be collated and reviewed with 
reference to: 
 

�  Post development evaluation 
�  Capture key learning for knowledge data base 
�  Plan future skills programmes / activity 

 
 
 
Scope of responsibility: 

The Learning Laboratory will have several areas of responsibility: 
 

�  Establishing a regional skills assessment and training strategy Identifying 
effective routes for training 

�  Monitoring the availability / shortages of suitable skills within the region 
Communicating the available routes for skills development 

�  Co-ordinating the provision of different routes for training 
�  Providing guidelines and advice so that functional managers and staff gain 

maximum benefit from skills development. (the right people on the right 
course for the right reasons) 

�  Working with HR functions within RCE to co-ordinate action to address skills 
gaps 

�  Monitoring effectiveness of different routes for skills development 
�  Providing an infrastructure for networking and sharing knowledge 
�  Working with Inspire East and ASC so that benefits can be shared nationally 

 
 
 

The deliverables of the Learning Laboratory: 

 
The Learning Laboratory will provide a service that co-ordinates the supply of training 
services and provides advice and guidelines to ensure that those using the service 
make best use of the available opportunities. 
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The Learning Laboratory will be engaged in: 
 

�  Offering/promoting different options for learning 
�  Co-ordinating the delivery of different routes to learning 
�  Providing the systems and infrastructure that connects those skills 

development with the required routes for learning 
�  Monitoring effectiveness  
�  Reporting to RCE and ASC 

 
 

 
Summary 

This project has identified skill development needs for people who are engaged in 
delivering sustainable communities within the Eastern Region.   
 
This information will continue to be built upon as individuals, teams and organisations 
undertake periodic assessment.    The Learning Laboratory will provide a framework 
that enables the RCE’s to continue to assess their skills gaps.  This assessment of 
skills relevant to the sustainable communities agenda may be either integrated with, 
or complementary to, existing ‘competency frameworks.’ 
 
Preliminary conversations with one or two representatives of HR departments within 
the six RCE’s suggests that competency frameworks do exist. It will be necessary for 
representatives of the HR functions within RCE to agree how they wish to integrate 
the skills associated with sustainable communities with the broader skill / 
competency framework of their organisations. 
 
The nature of the skills required to provide sustainable communities are 
‘underpinning skills’ that require managers and internal champions to work on 
initiatives that cross many areas of expertise. 
 
The Learning Laboratory will need to evolve and respond to the changing needs of 
those who require it’s services.  It therefore needs to be founded on a principle of 
engagement with those who need new skills so that it both provides a route to 
developing these skills and also actively supports these clients to define their needs 
and understand how the skills can be applied to greatest benefit. 
 

 

 


