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ULF Round 12
End of Year Report 31/03/10

The end of year report is an important aspect of the overall Ulf evaluation. It provides the Ulf team with an overview of the successes and barriers you may have encountered to date. This report will form the foundation of taking your project forward and contribute to the continuous improvement and development of our quality systems.
	1. Briefly describe your project and your original objectives. 
This project aims to support learning representatives to promote a learning culture in the workplace. Our project objectives can be broadly summarised in the following categories:

Learning Representatives - The project will deliver a series of union based training modules to ULRs who undertook training prior to the new learning and development pathway that was designed and delivered through project 18/2007. The four modules will focus on learning needs, learning skills, learner progression and employer engagement and will enable ULRs to provide high quality support to the RCNs 400,000 members.

Employer Engagement - The RCN has partnership and recognition agreements with all NHS employers and some in the independent sector. Many of these agreements have learning and skills embedded within them and this project will strengthen these agreements by providing ULRs with the learning and skills to engage with employers and influence at a senior level. In addition to this, the RCN will continue to promote the role of the ULR through its ‘Valuing ULR’s in the Workplace’ initiative. This work uses the evidence of ULR activity and learner progression, gathered through the unionlearn projects, to produce promotional materials for the employer and in particular, line managers.

Supporting Learners - The project team will promote the role of the ULR to ensure that all learners understand the support that their ULR can provide as well as how to access this support locally. Record keeping, sharing experience and case studies will be a central theme running through all training modules delivered as part of the project. The project team will use the evidence and case studies to showcase the learning and skills opportunities available to the nursing family for both professional and personal development. 



	2. Briefly describe the main successes of your project in meeting your  objectives. 
Project Infrastructure

Following on from a successful audit of project 18/2007, the project team implemented several strategies to ensure the success of the project. These included:
· recruitment of two new part time staff 

· a set of principles for ‘Ways of Working’ for the new team

· revised governance structures and, in particular, the introduction of a local risk assessment, equality impact assessment and communications plan.

· a Steering Committee with ULRs from each region in England
· a project plan where the work was divided into 6 workstreams with work plans

Learning and development opportunities for ULRs

This year the project developed and delivered a programme of four workshops to support ULRs to promote a learning culture in the workplace. 

Title
Workshop aims to develop an understanding of:
Learning Needs

the learning needs of the individual and the organisation (see appendix 1)

Learning Skills

the knowledge and skills required to produce a portfolio of evidence to support CPD (see appendix 2)

Learner Progression

the knowledge and skills required to promote CPD in the workplace (see appendix 3)

In development

Employer Engagement

the knowledge and skills required to engage with your employer to promote a learning culture in the workplace

In addition to this, the team harnessed new technologies and existing events to deliver shorter follow-on training sessions in:

· Learning and Training Needs Analysis

· Equality and Diversity in a learning context

· Accessing CPD through the RCN E-library

The project team continued to run the ‘Facilitators Development Programme’ which had been developed in the previous project. The programme aims to develop the knowledge and skills required to be an effective facilitator of learning and development.

Learning and development opportunities for members

The RCN continues to place learning at the heart of their agenda and to provide learning and development opportunities for members. The project team has worked collaboratively across the organisation to ensure that ULRs are at the heart of that strategy. In particular, ULRs have been instrumental in promoting the E-library, learning zone and opportunities in HE through the RCN / OU strategic alliance. 

Numeracy and healthcare

The project team have developed three sessions that explore the current challenges linked to competency in numeracy. 

Intended Audience

Purpose

Outcome
Learners in the workplace

Building confidence and accessing support – With reference to the nursing family and drug administration, this workshop dispels the myths around numeracy and signposts learners to resources to improve and refresh their numeracy and drug calculation skills. (see appendix 4)
March 2010 - Delivered two workshops at a north London NHS Trust which was very well evaluated. 

In June 2010 the workshop will be delivered at a workplace in east London.

Two further Trusts have expressed an interest. 

ULRs

Enabling ULRs to support learners – This workshop provides ULRs with the knowledge, skills and resources to adapt and deliver the ‘Building Confidence’ workshop in their workplace.

April 2010 – Delivered to over 50 RCN activists at RCN Congress in Bournemouth
Three RCN regions have expressed an interest in holding similar workshops for activists.

RCN Staff and members

Numeracy in Healthcare – General presentation to raise awareness challenges in promoting and developing numeracy skills in the workplace. 

Delivered to over 100 Healthcare Assistants at a conference in London.
In addition, the team have been working collaboratively with other departments and organisations to continue to develop this work. The team are currently exploring opportunities to work with Skills for Health to share and promote the resources. 
Promoting the role of the ULR and union learning

· The project team has developed and implemented a strong communications plan that engages ULRs, members, staff and employers. Activities have included:

· Articles in nursing press

· Presentations at conferences and events for members

· Dissemination of quarterly reports

· Promotion of the on-line community for ULRs

· Presentations to senior management

· Seminars and weekly updates for staff

· Dissemination of key messages from the Steering Committee 

· Dedicated links in each RCN region

Future events include: 
· Presentation at Nurse Directors conference in the autumn

· Presentations to all RCN Boards
Employer Engagement

Through the work described above, the project team are building a strong network of employers who are working in partnership with ULRs to promote a learning culture in the workplace.  

The RCN has recently negotiated a recognition agreement with a large independent sector provider. As a result of the work to promote the value of the ULR, the team were invited to present to the Director of HR and Director of Training. The team were then asked to develop a strategy to enable the RCN and employer to work together to promote a learning culture in the workplace through the recruitment, development and support of RCN learning representatives. (see appendix 5) 



	3. During the previous twelve months describe any issues and barriers that you have had to overcome and what actions did you take?

Engaging ULRs in evidence gathering
Barrier: Gathering evidence from ULRs to demonstrate their activity continues to be challenging to the project team. Time pressures are still cited as the main reason for not contributing to the quarterly reports as well as the perceived purpose and value of gathering and submitting the evidence.

Barrier: Time off for ULR initial and follow-on training. The political and financial climate in the first year of the project had a direct effect on the number of ULRs unable to get time off to attend training. ULRs report from the workplace that requests for training, even mandatory, were not being approved.
Actions: The project team perceived these barriers to be closely linked and began to explore ways to support ULRs through;
1) Flexible and accessible follow on training – Embedding follow-on training into existing events to maximise the time off that was granted. Harnessing webinar technology to deliver follow on training sessions that could be accessed from the workplace.

2) ULF Project Learning Agreement – A large scale mailing to existing representatives with a learning agreement and supporting resources. The agreement acknowledges the challenges in the workplace and offers a range of reasonable and achievable options that the ULR can choose and then be held accountable for. (Appendix 6 & 7)

3) Evidence resource – The team developed a resource that would clearly articulate the value of evidence in supporting and promoting the role of the ULR and promoting a learning culture in the workplace. (Appendix 8)
The mailing was developed in March and April 2010 and sent out in May. 



	4. Please can you give a few examples of case studies that have been developed within your project and how we can access them?
We are beginning to receive evidence of the impact of the project in the workplace. ULRs that have accessed the follow-on training are beginning to report how they have used the knowledge and skills gained in the workplace. 
Following on from the Facilitators Development Programme, one ULR wrote that he:

‘utilised the skills I learnt from our facilitation training in our departmental meeting….engaging all the members of staff, taking on board their concerns and worries. The ‘Claims, Concerns and issues approach is now used regularly on our meetings’
In a quarterly report following the Learning Needs workshop, one ULR commented:

‘I am currently involved in ongoing dialogue with our learning and training department and information from this course will help me during these discussions’
As we begin to gather evidence we hope to build these examples into cases that can be accessed via our on-line ULR community.



	5. In this year please outline how you have worked with ULR’s. (e.g. recruitment ,retention, support, development and training etc)
See project successes



	6. What training provision have you put in place to ensure your project team has the appropriate knowledge and skills to take the project forward?
Project Lead 

· Action Learning workshop to develop action learning skills for dissemination to staff and ULRs
· Continuing PhD in Education supported by RCN

· Recruitment and retention training

· Managers core competency workshop

Project Coordinator 

· Enrolled on post graduate course in Adult Learning and Professional Development, supported by the RCN

· Recruitment and retention training

· Managers core competency workshop

· Unionlearn case study workshop
· Coaching in line management

· Fire marshall training

Project Worker

· Corporate induction

· Facilitators Development Programme

Project Administrators

· Unionlearn case study workshop
· RCN database training

· Corporate induction



	7. How do you plan to embed your work over the next year?

The project team are working with several departments in the RCN to embed the work of the project in mainstream RCN activity. 

· All workshops will become part of the Learning and Development Pathway for Representatives as CPD opportunities for 2011/12
· The role of the ULR is being widely promoted throughout the organisation and links are being established to keep ULRs at the heart of the learning agenda. This is being achieved through presentations to RCN boards, branches and departments to encourage collaborative working

· The project team are recruiting and training ULRs to maintain the on-line community

· continue to develop our relationship with unionlearn to ensure that our work continues to be fit for purpose


	8. Please describe what support your project has had from unionlearn both nationally and regionally and how can this be improved?

We have received tremendous support from unionlearn. Support includes
· Training (case study, project management)

· Networking (introducing unions with shared objectives to work collaboratively)

· Direct support (help over email and phone)

· Resources (online resources such as model learning agreements, publications and news)



Appendices

	1.
	‘Learning Needs’ workshop programme
	

	2. 
	‘Learning Skills’ workshop programme
	

	3.
	‘Learner Progression’ workshop programme
	

	4.
	Numeracy workshop programme
	

	5.
	RCN / Employer strategy
	

	6.
	ULF Project Learning Agreement
	

	7.
	ULF Project learning agreement - supporting resource
	

	8.
	Resource to support evidence gathering
	


Please return this report to the Ulf team lcavanagh@tuc.org.uk or jjones@tuc.org.uk .  The deadline for the return of this report is 30/05/10 
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15/2009: Sustaining learning and skills in the workplace; supporting ULRs in developing learners 
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Sustainability/Mainstreaming 





Have you started to identify ways that we can work towards imbedding a learning culture the workplace?




















Have you looked at work done in the past that is still carrying out some level of work?














Have you talked to your union official and employer on the benefits of mainstreaming? 
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The deadline for the return of this report is 30/05/09. 


