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Submission Details 

 
 
Organisation or individual to which this submission relates (if 
different from overleaf): 
 
London Boroughs of Havering & Newham 
 
Approximate size of organisation (number of employees) if 
applicable: 

 

 



       Page 2 of 6 
 

 
5,092 - Newham 
2,649 - Havering 
Total – 7,741 
 
Number of employees covered by the initiative if applicable: 
 
As above 
 
Talent Management  
 
oneSource is the new shared support service for Havering and Newham councils 
and delivers development and training interventions for each organisation.  We do 
this by understanding the dynamics of the workforce through regular stakeholder 
meetings and building strong business relationships. 
 
To be as relevant as possible we provide solutions that are tailored to each 
organisation, but streamline initiatives where it makes sense to do so: 
 

• Potential Leaders Development Programme  

• Management Development Programme – 5-day programme (CPD 
accredited) 

• Community of Practice 

• oneSource Apprenticeship Scheme 

• People Development  

• Myers Briggs sessions 

• Action learning sets, coaching and mentoring 

• Specialist training to enable HR staff to triage enquiries to stream-line and 
up-skill HR staff 

• Useful Guides library – self learning booklets (12,000+ downloads) 
 
Potential Leaders Development Programme 
 
The aim of the programme is to identify and develop employees who have the 
potential to become leaders of the future and provide opportunities for career 
progression. 
 
Participants were selected based on those competencies usually demonstrated by 
high potential employees: resilience; ability to learn; motivation; and career 
aspiration.    
 
The programme is designed to be completed in one year, however, participants 
are encouraged to continue some aspects of the programme beyond this period.    
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Participants remain in their substantive post and are required to devote 2-4 days 
a month to the development programme. 
 
The content of the workshops was determined by: the Corporate Leadership team; 
future needs of the organisation; individual development needs; and the 
Behaviours and Competency Framework. 
 
The programme included: 360 assessment and feedback; personal development 
plans; MBTI and preferred learning styles; workshops; project work; action learning 
sets; coaching; mentoring; and shadowing opportunities which deepened the 
learning experienced in a safe, supportive and challenging environment.   

 
The programme finishes at the end of March 2015, however, the benefits of some 
of the project work completed by the participants is already being realised, for 
example: 
 

- Supported community organisations to become financially sustainable and 
cease reliance on the council 

- Provided costing options to create a retail outlet for Integrated Community 
Equipment Service 

- Identified small business units which may be suitable to operate as external 
services 

- Developed a system to maintain and control budget figures 
 
Management Development Programme (MDP) 
 
The MDP was developed as an innovative and creative response to the need to 
work differently to create efficiency savings and deliver ‘more for less’.  A cross 
council working group was established which identified the knowledge, 
competency and skills needed including: 
   

• responding effectively and appropriately to change; 

• adaptable and flexible; 

• drive performance; 

• effective communicators; 

• motivated and motivational; 

• Creative and resourceful; 

• Greater levels of accountability 
 
This programme included over 400 managers at varying levels.  The cohorts, each 
comprising 10 managers, mixed in order to facilitate greater knowledge sharing, 
breakdown barriers and perceptions, facilitate better communication and links and 
show that all managers in the organisation were affected by the same challenges 
and all needed to work to address them.  This included a combination of theory, 
practise, experiential learning through activity, reflection, discussion and group 
work. 
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Modules: 
 

• delivered six months apart to allow reflection and application of learning;   

• managers received feedback from their individual trainers; 

• Learning Groups established within each cohort so managers could meet 
between modules;  

• On-line Community of Practice developed to support on-going learning.  
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Evaluation: 

 
Pre course - psychometric assessment and management scenario test to allow 
managers to discuss individual development. 

Post programme – re-assessed a few months after to ascertain the overall change 
in approach across the organisation.  A review of ER cases is also being 
undertaken. The trainers were also measured on these scores as part of the 
payment by results to ensure ‘real’ improvement could be evidenced.  

Development of ‘MDP Light’ - targeted at front line supervisors to prevent issues 
escalating through supervisor’s lack of knowledge.  
 
More than 97% of the managers found the course content and level of the course 
extremely satisfying or satisfying.  Over 85% of managers felt the course was 
‘excellent’ or ‘good’.  More than 95% stated the programme challenged their 
thinking.  Additionally, more than 95% of managers said they were able to apply 
their learning in the work place after attending the first module. 

 
oneSource Apprenticeship Scheme  
 
A new cohort approach has been introduced to allow new starters to form groups 
and support each other with a mentor and buddy.  An assessment day is also used 
where applicants have tests and speed dating type interviews to get the best out 
of them.   
 
The cost of hiring an Apprentice versus an Agency worker, equated to an average 
saving of £13,000 per person.   
 
oneSource Apprentices formed a networking group with Interns and Graduates 
called G.A.I.N (Graduate, Apprentice and Intern Network).  This group allows 
Apprentices to share information and ideas; they meet quarterly and set 
themselves objectives based on what they would like to achieve as individuals, as 
well as coordinating activities such as workshops and inviting various professionals 
to come e.g. LinkedIn.  They have also presented ideas on organisational 
improvements to the corporate management team. 
 
Manager’s views on not wanting to take on apprentices as they do not have ‘low 
level’ work has changed and they are now asking when the next cohort will start! 
 
We are now looking to enable apprentices to work consecutively across both 
councils so they can see the different cultures, procedures and practices of two 
councils.  No other Apprentice will have this opportunity. 
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People Development Programme 
 
We provide a variety of development activities aligned to our behaviours and 
competency framework including: 
 

1. Coaching tools and techniques 
2. Emotional intelligence 
3. Stress management  
4. Introduction to management for first line managers 
5. Assertiveness 
6. Commercial awareness 
7. Commissioning 
8. Working in partnership to deliver services 

 

• April 2014 – January 2015 - 135 learning events to 1,140 employees.  

• Satisfaction with the relevance to personal learning aims - 80%. 

• Satisfaction with relevance to an individual’s work - 85%. 
 
A new oneSource training strategy will link both council’s approach to training and 
allow a cross section of employees to train together which will challenge anyone 
who thinks they are the only ones going through change.  


