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Executive Summary

The Local Government Management Services Board (BEBMinitiated this survey to gather
information from 3 separate and distinct groups:-

1. The Senior Managers and Directors of the BusinessU

2. The Senior Management Team and the County Mandgief/Executive

3. The staff members through the training requestg iinede in their PDPs

The survey which received 34 submissions genefatebest as is possible given the breadth of
information sought) the overall national picturetiining and development needs for the main
functional areas within the Local Authority netwolk further provides the budgetary situation
in each of the Authorities given the current ecomoalimate and attempts to quantify how the
budgetary constraints and the impact of the downtutl affect the work of the units over the
next 2/3 years.

Information has been provided on the business ssaifecting 13 specific units and what
training and development the staff are likely t@cheéo deliver on these issues. Looking to the
future as the cutbacks continue respondents aexlaskconsider what additional skills staff are
likely to need to deliver on the corporate agentihile each of the 13 (see section 1) listed a
wide variety of issues, revenue generation, maimgi quality service delivery, and keeping
abreast of both technology and legislation featymeninently. Regarding skills development
(in addition to mandatory requirements to complythwiegislation e.g. Health and Safety,
procurement, financial management) the main remerdg of managers for their staff is
‘flexibility’ — organisations need to be able toeldver more with less’ and they need staff who
are willing and able to multi-task.

The impact of the Department of Finance staff embdan recruitment and the reduced funding
(both central and local) coupled with reduced rexergeneration is recorded by all the
respondents. Over 50% of the respondents haveheadttaining budget cut by up to 25% and
almost 10% by up to 50% and it is acknowledged thet trend is going to continue. The
challenge facing training officers is how to comnto deliver on the legislative commitments
with regard to Health and Safety (which takes ub®% of a training budget) with an ever
reducing budget. Coupled with this is the needdentify innovative cost-effective ways to
develop and enhance staff performance in order damtain the high quality service delivery
which the public have come of expect from their @loéuthorities. A small number of
respondents speak of the opportunity to develogatiies working across county boundaries
and sharing skills and expertise and many haveadyréegun to do this. Aligned to this is the
need to implement the recommendations of the Tasi&fon Public Sector Reform with the
introduction of shared services and interagencyingr

Aligning the training needs to the business issiassnever been more important — resources are
severely constrained both in terms of funding aaffisg. Organisations need to ensure that the
training they are scheduling (either in-house demal) or the % level educational assistance
they offer to staff, achieves it objectives, enlemstaff capability and has a wide and lasting
organisational reach.






Closing Summary

The objective of this survey is to attempt to qifgrthe national picture of staff training and
development in Local Authorities and Regional Askkes from three (3) distinct perspectives:-

1. The Senior Management Team and the County Manager
2. The Senior Managers and Directors of the Businests U
3. The staff members through the training requestg iiede in their PDPs

While acknowledging that the responses generatatidogurvey are not as perfect as one would
wish in terms of accuracy, depth or completenessré¢lsults do nonetheless provide a starting
point for further discussions and should greattiyand enhance future decision making.

Each segment of the report has produced its owmdidindings, where possible these results
have been cross referenced to the findings from, dtiner populations to determine if the
messages from the three different sets of respas@demplement or clash with each other.

There is no doubt that we are living and workingaimew reality and this is reflected in the
findings of the survey. The impact of the Departingf Finance staff embargo on recruitment
and reduced funding coupled with reduced revenunergdion is recorded by all the respondents.
The buzzword is ‘flexibility’ — organisations net&m be able to ‘deliver more with less' and they
need staff who are willing and able to multi-task.

Local training needs (both mandatory and non-mamgpahave been recorded and collated to
produce a national picture for all business unitegpective of function or grade). In addition to
this individual PDP requests have been collatebtm a national priority list both by business
unit and by grade. Furthermore there may be catpowide training initiatives driven by
County Managers to respond to specific initiativethe Corporate Plan and these requests must
also receive an allocation from an ever-diministongget.

Below is a list of the requests for non-mandatoajning which arose repeatedly in the survey-
People management skills
Financial Management and Budgetary Control skills Agresso for all levels of staff
Change Management skills
Project management skills
Time Management and Organisation skills e.g. pgreation and workflow
I.T. Skills (various forms)
Innovative ways of working and achieving more wiidss e.g. flexible working,
redeployment of staff, alternative methods to waigtribution etc.,

The need for staff to have a deeper knowledge efdpislation underpinning the work they are
doing is a key requirement for all respondents.hadt this knowledge of the legislative and
regulatory framework transfer of staff to units expncing significant staff shortages will not be
possible. Similarly re-deployment of staff withiruait in order to address a shift in emphasis or
focus due to changes in the external environmemteor initiatives (e.g.) shifting focus in the
planning Department from processing planning apgibois to enforcement, will not prove to be



effective without staff receiving a detailed undansling of the legislative/regulatory framework
underpinning the work.

Themes that emerged in the research in additiothéoneed for staff to be well-trained and
highly flexible is an acknowledgment by managerat thtaff are working in very difficult
circumstances and that many are likely to expegesitess if the situation is not managed
correctly. The challenge for units of trying to miain quality service delivery with ever
reducing staff numbers and ever reducing budgetsnaes throughout the report. Line
managers - the lynchpin between senior managexso(ato deliver on the strategic goals and
objectives of the Corporate Plan) and frontlindfgealing with the public on a daily basis) in
many cases are experiencing the greatest presfduestions need to be asked as to whether
Local Authorities reduce the number of servicey tbifer or reduce the quality of the services
they currently provide — either way change is itae.

Health and Safety training which is both mandatong essential for the many thousands of staff
working in potentially dangerous situations e.g. won-national roadways, with chemical
pollutants, etc., figures very prominently throughthe report. Major investment of resources
has been made over the years but it appears tlimtaitnever ending cycle and respondents
frequently mention Health and Safety Training asaanual event. The range of Health and
Safety related courses available to staff is exterand annual investment in this specific field
must be considerable. However when the reseamhssthat over 50% of the respondents have
had the training budget cut by up to 25% and alnmi®8t by up to 50% (with further cuts
expected by many) it is hard to know how this inresnt can continue to be funded in the
current economic climate. Linked to this is thetfthat several respondents mentioned that
because Health and Safety training is mandatospime organisations it is not listed by the staff
on the PDP request form but rather is seen asaaaepequirement with a dedicated ring fenced
budget. The research showed that almost 50% ofréim@ng officers spent up to 50% of their
budget on mandatory training to comply with ledisla as opposed to discretionary spending in
order to improve staff and organisational perforogan

Staff who perceive that they are not having thaining needs met (because they see PDP
requests are not granted) over time may become tileates as they believe their psychological
contract is not being honoured. However they areptetely forgetting about the wealth of work
based on the job learning that they are receivimgperhaps for whatever reason place little
value on. While almost 80% of the respondents umsouse trainers it is for less than 25% of
their training needs with the same numbers beicgrded for on the job training, so clearly
there is still a strong cultural dependence ore‘laducation’ rather than technology or work
based solutions. However with the numbers of stafftinuing to decline this is likely to shift
considerably over the next few years. Equally ssaey will be the continuing cultural shift
from training to learning and the recognition thegirning can take place in all sorts of different
ways and it may not always necessitate time ofkwdrhe shift to targeted shorter interventions
which are often just as effective and do not regjthe person to be off work for a whole day will
please all managers/supervisors.

The research was very positive about the impadtthieatraining is making on the organisation
and the fact that staff in the main appreciate vanch the investment being made in them.



Although sixty-four (64%) reported that they do bawo-shows they are limited to certain
sections and certain times of the year and on geeaiee less than 10%. The main reason for ‘no
shows’ was given as work load and work commitmemtsthe day which is particularly
interesting as it may link back to the need fordimanagement and the ability to prioritise our
time and our work commitments and scheduled trgiowuld be one of them. The organisations
who charge back training courses to the local usiterd little if any ‘no-shows’. The research
further tells us that occasionally staff feel tharing they are scheduled for can be irrelevant as
it often difficult to transfer the skills/knowleddearnt on the course back into the workplace due
to lack of interest amongst managers and peers.fiftding is particularly important as the link
between learning and the achievement of busineals goessential and without this transfer of
learning to the workplace the investment will naelg long term benefits or enhance
productivity.

In conclusion, this report is likely to raise mangre questions than it answers given the breadth
of information that was sought but this in itsedf a positive outcome and a necessary and
valuable exercise particularly in the challengimgremic climate we are operating in. Despite
the necessity to reduce discretionary spendingsadtte board in local authorities training and
development of staff will still continue. Even Hd staff T&D budget is reduced to an absolute
minimum for the next couple of years there willldtie a need to be a budget allocated for
mandatory training so that local authorities arenplant with the requirements of legislation
and/or regulations. It should also be rememberatitical authorities have consistently met (and
in most cases greatly exceeded) the target sped@half productive payroll on staff training and
development. Staff recognise that local authoritiese a commitment and track record in
developing them as individuals and employees. Dioed for Training Officers and all people
involved in training provision across the sectoll Wweé achieving maximum value for money by
the employment of innovative and cost effective ods both of training delivery and of
transfer of learning to the workplace.






Recommendations

The general recommendations resulting from ouryaislof the survey findings are presented
here under 6 main themes,

Distribution of the report

Training will continue despite budgetary constraint

PMDS

Using alternatives and supplementary approach&snwalised classroom training
Making greater use of in-house resources

Maximising training budgets

Achieving greater value for money for the sector

Distribution of the report

Copies of the report once endorsed by the Manaersld be distributed to the relevant
committees and bodies charged with overseeing riiririg requirements for various
programme areas (e.g.) Roads Training Group, W&ervices Training Group,
Environmental Training Group, the Library Coundilational Directorate for Fire and
Emergency Management etc., in addition to beingridiged to all individual local
authorities. It will be for these bodies/committéesconsider the report and undertake
any actions that they feel relate to their areapsration. It will be for the County & City
Managers and their senior management teams to edduitv best to address the
prioritised cross-functional training identified the report and the training needs for
those business units for which there is no dedicatenmittee/body overseeing training
delivery.

Training will continue despite budgetary constrast

The requirement for all staff to do more or at tehge same with less resources coupled
with the introduction of pay and pension levieslwikvitably lead to demotivation of
staff. The role of line managers in keeping stafftirated and ensuring that the usual
levels of high performance are maintained withieithsections will be critical. The
training of line managers in the practical skills managing staff, maintaining good
performance and tackling under performance is aa af training that will be critical if
the sector is to deliver upon its business goalsspective of the fact that it is not
mandatory training.

If the current recruitment embargo continues fog tiext couple of years it will be
important to recognise that all current and futmark activities will be carried out by
existing staff resources. In order to ensure tlexilfility and ability to multi-task become
the norm some front line staff will need to engag&earning new skills. Experience has
shown that the provision of and successful pawibgm in workplace skills training by
some frontline staff will depend upon ongoing basiccation and personal development



training and support. The ongoing financial suppdrt ANPAG towards the provision
of workplace basic education programmes will beciadu It should be recognised that the
successful LANPAG Return to Learning (RtL) initisgi may have already reached the
majority of those staff that required or wished fassistance with basic literacy.
Successive evaluations of the RtL programmes hagelighted the need to develop
progression routes to mainstream training for stedf have already completed phase 1 of
RtL. These progression opportunities should seegrépare employees with less than
required levels of basic educational skills for ttemands of mainstream work related
training courses that they will be required to ctetg (e.g.) mandatory health & safety,
customer service, required workplace skills tragnietc.

The principle of establishing a qualifications feawork so that operational staff in
certain business units (e.g.) water services, enmental services, roads can gain formal
recognition for the single module training coursiest they are being asked to complete
as well as being able to use those qualificatiomwatds obtaining higher level
gualifications is one that should be supported lbypadies/committees involved in the
provision of staff training in the sector. As tharious regulatory bodies operating in
these programme areas attempt to move towards leygassurance model of licensing
for some activities (e.g.) waste facility operatignovision of drinking water, etc., there
will be an increasing need for operational staff/an technical staff to obtain accredited
training. Efforts should be undertaken by the vasicommittees and bodies engaged in
co-ordinating training provision for the sector éasure that local authority staff can
combine the various single module/minor award djgalions that staff are asked to
complete into either a combined certificate or gahformal recognition/credit towards a
higher nationally recognised qualification. It slktbbe noted that a sub-committee of the
WSTG has already commenced deliberations with & Weapproaching FETAC and/or
HETAC on this matter. It is therefore recommendeat the National Training Group
should oversee the development of an overarchirgndwork agreement with
FETAC/HETAC for the sector as a whole rather thaskiregy individual
committees/bodies to conduct their own discussmmsombining of minor awards into
major awards. Once again this framework for awaed®gnition could be built into an
overall competency framework for staff in thesetises. It should be noted however that
agreement on a framework with FETAC/HETAC may takeumber of years. In the
meantime a number of courses will still need talbeeloped within a shorter timeframe
to meet current regulatory needs. Therefore eveweldpment of new modules in these
operational areas should consider where it fit® ian overall major award as part of their
initial design stage.

PMDS

Details of the conclusions and recommendations henidentification of training and
development needs by means of the PMDS/PDP pratessdd be forwarded to the
PMAMG. The main recommendations to the PMAMG ardadlows:



the extent to which training and development nededstified by individual staff
members at PMDS meetings are being prioritised cealrly linked to business
goals and organisational goals needs to increase

line managers conducting PMDS meetings should becarare knowledgeable
about other methodologies/approaches to  addressidgvelopment

needs/opportunities (e.g.) job shadowing, job swapmn the job coaching, peer
learning, self directed study, rather than relyimg classroom based training
courses. This will become increasingly importdrthe number of opportunities
to attend training courses is reduced in line watthuctions in the training budget.

ensuring a more ‘resource led’ as opposed to ‘dentedi system of staff training

and development would support the introduction ebmpetency framework for
staff doing particular jobs. This would help tohewe targeted provision of
mandatory (i.e.) required by regulation/legislatibmining and training with

demonstrable links to business needs/goals. Tinedunction of a competency
framework would assist line managers in priorigsitiaining needs discussed
with staff.

where development and training is provided to siaffformats other than

classroom training this needs to be formally reedrdBusiness units that initiate
their own staff development events must recorddétails and ensure that the
individuals training records are updated. It isi@pated that existing training

record databases or the proposed training moduldhefCore HR, Payroll &

Superannuation systems should be able to captsrddta.

individual staff members and their line managersdné be informed of the

outcome of all training requests in advance of PM®8ew meetings. The

practice of only notifying individual staff membeafghey have been placed on a
training course may contribute to a lack of comnfickein PMDS as a development
tool. The anticipated reduction in the number ofirses being registered and
recorded in PDP forms should reduce the numberespanses to be made.
Methodologies for automating the response procewerethrough existing

technology or in the training module of the Core,HRRwyroll & Superannuation

system should be explored and where practicabldogeegh by Training Officers

the identification of individual training and dewpiment needs as part of the
PMDS/PDP process needs to continue despite lessiroes being available to
ensure training and development requests are lwshigered upon. The survey
contains evidence that the business units are tblelentify organisational
training needs through a mixture of PDPs and teagetimgs. However if the
practice of conducting PDPs with each individuaffsmember dwindles as a
result of disengagement with the PMDS process It become increasingly
difficult for Training Officers to identify which ndividual staff member is
required to go on which course even the mandatoeg.oPMDS therefore needs
to be re-energised in areas where disengageméicutlies exist to ensure that it
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remains the primary mechanism for determining theing needs of individual
staff members. If this does not happen and thetipeaof conducting PDP’s is
discontinued, TO’s will have to resort to meetinghwsection heads to determine
which staff require what training in order to detéme the numbers and names of
staff involved. It has to be recognised howevet thiailst this would satisfy the
requirement of achieving a targeted ‘resource’dpgdroach to training provision,
it would not be as effective as using the exisBhDS/PDP process.

Using alternatives and supplementary approachesaionalised classroom training

Training Officers and section heads should activelyrk to promote peer learning.
Individuals attending external training or develagropportunities should be required
to share the learning with their colleagues at temeetings upon their return. Peer
learning is a very cost effective way of dissemimgatearning for a wider audience. The
practice of using existing intranets to post up emdownload materials, documents and
presentations obtained from training courses cenfes, CPD sessions, briefings etc.,
should be encouraged. Directing staff and colleago the existence of these resources
by means of a knowledge/learning centre sectiotherintranet would greatly improve
peer learning and self directed opportunities al$ ageinformation dissemination. Local
authority training officers should engage with thesolleagues responsible for
maintaining the intranet to ensure that an onlinevdedge/learning centre section is
established and that procedures are put in placéhéouploading of training materials,
documents and presentations.

Greater consideration should be given by all psrieolved in procuring training for
local authorities to organising more concentratathing events that are held closer to
the workplace. Condensed modular training shoutdigoon specific subjects of direct
relevance to prospective attendees. The objectivharter concentrated sessions is to
place greater emphasis on imparting the key esdanéissages relating to the topic. Co-
ordinated modular training sessions (2-3 hours mari duration) could be delivered by
in-house resources, by staff returning from an resetraining event or by bought-in
external providers.

The ongoing impact of decreased staffing level$ ieduire that local authority staff will
have to continue to be flexible and that line mamsgupervisors will have to be more
innovative in how staff are assigned to handlerdiggiired work. The ability to multi-task
and be subject matter experts in a variety of angthdrecome the norm rather than the
exception. It will be difficult to train staff indw to be flexible and creative. These skills
are more attitudinal and are best developed by toimse coaching and team or
individual based problem solving rather than taughsses. Approaches will need to be
developed in order to give staff opportunities svelop the newly required skills and
attitudes.

On the job training is widespread across the setdrwhere it is happening it is being
organised by direct line managers rather than ey Thaining Officers. The survey
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indicates that the majority of this type of traigioccurs either in the Fire Service or as
part of induction of new staff or when new equipmenintroduced. In the absence of
any clear requirement to complete a formal traingugirse in order to demonstrate
competency and where it is appropriate to the filvity being learned more use should
be made of this training and development appro8tiategies on how this approach can
be more effectively used and the areas where inuast effectively be applied will need
to be developed and identified by the LGMSB.

Greater use of development opportunities other thanal ‘off-the-job’ training courses
will necessitate an improved awareness amongst ia@agers and individual staff
members that these activities still need to berdsmband added to the training records of
individuals. All training and development activitiaundertaken should regardless of
whether ‘off’, ‘on’ the job or ‘self-directed’ in ature should be recorded. While it may
prove to be difficult to tie informal developmertdtizities into formal qualifications there
should be recognition for completing non formal elepment activities within an overall
competency framework. Informal training and devetept should not be used as a
replacement for formal training nor should it bersas piecemeal. It should be part of an
overall integrated development pathway for indiaduin certain jobs. Ensuring that
informal development is completed before applicdtiecommendation for specific
formal courses of training and/or education couddme way of linking development
activities into a competency development framework.

All local authorities should consider introducingaching as a way of addressing the
developmental needs of some staff. Where a vergifspend/or unique training or
development need has been identified for an indaligtaff member through their PDP
consideration should be given to addressing thatl ierough some form of formalised
coaching with either internal or external resourddse structured provision of coaching
can be successfully employed to ensure that staff amongst other things, be guided
towards addressing their own perceived skills gaps develop business solutions for
specific, pressing business problems. As a forrmfafrmal training it can prove to be
very effective when used to address either of theseareas. The use of trained and
experienced senior staff to provide coaching toerjanior staff has been successfully
employed to date by a number of local authoritied laas been proved to be a very cost
effective approach to action based learning. Ineod promote the use of coaching
across the sector the TOs in all local authorgiesuld be exposed to the lessons learned
by those local authorities that have and contioueniploy coaching using either internal,
external or a mixture of both resources as an ngbtostaff development.

Greater consideration should be given by local aitibs Training Officers to delivering
training content (either wholly or as part of arlded approach to course delivery) using
computer based training (CBT) packages, eitherrmdr in CD-ROM format as a cost
effective alternative to tutor led classroom tragi Some training activities will lend
themselves ideally to CBT format and will certainbe a more effective way of
delivering some aspects of training (e.g.) selécked study of underpinning theory,
compared to classroom based learning. It shoulddied that where there is sufficient
demand for certain course content or CBT packadeésg will be economies of scale to
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be had by securing outright purchase or licensingroducts for the sector as a whole
rather than on a local authority by local authobgsis. In order to promote the use of
CBT or blended learning approaches across the rs#atoTOs in all local authorities
should be exposed to the lessons learned by tboakduthorities that have and continue
to employ CBT as one of many methods for delivestadf training.

Making greater use of in-house resources

Local authorities currently possess quite a nunabeesources that could be more fully
utilised in order to deliver more cost effectivaiting. The following resources have
been identified by the survey as already beindaoeacross the sector,

Qualified in-house trainers

A network of local authority regional training cezg with a tradition and proven
track record of organising training on an outrebakis

Dedicated IT training rooms in the majority of lbeathorities

Strategies should be devised by the National T&2rshg committee of the

LGMSB in cooperation with the other committees/lesdinvolved in training provision
across the sector in order to maximise the beraditsuing to the sector from their use of
these existing resources.

Maximising training budgets

In order to maximise the business impact of thendpen educational assistance it is
recommended that local authorities should concentan providing assistance to

individuals applying for certificate, diploma andgtee courses. For the duration of the
economic downturn educational assistance for Maketeel courses should only be

provided where a link to carrying out current walkties is made by staff members or
where a staff member has already completed a cenadit amount of the course time.

In order to minimise the negative impact on theti@dised training budget and in order
to achieve maximum value for the spend on boughttirexternal training courses,
Training Officers should instigate (if not alreadging it) charging individual business
units/sections for staff that fail to attend faiting courses for which they were booked.

The major compliance responsibilities placed oralaauthorities as a result of (i) an
increasing legislative and regulatory framework;d afii) the transposition of EU
Directives into Irish legislation, has placed andl wontinue to place a major financial
burden on local authorities particularly in areashsas water quality, waste management,
health and safety, etc. Existing local training ¢etd will not be able to bear the burden
of training for staff in sections where these neagulations are to take effect. Staff
training costs need to be factored in by centrakgoment to any financial support being
made available to local authorities to implemerdrads their new responsibilities.
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Achieving greater value for money for the sector

In order to ensure that bought-in training moresely reflects the specific needs of the
individual local authorities purchasing the tramifraining Officers should engage to a
greater degree with external training providers.ordlengagement pre-delivery at the
course design stage should increase the relevdnite onaterial delivered by training
providers and ensure the specific needs of thehasiog local authority are addressed
more effectively.

Local authorities are and will continue to be (imetfuture) employers and active
recruiters of qualified graduates. This is esgdBciaue for engineering, technical and
professional posts. In order to ensure that futgraduates are equipped with an
understanding of some of the cross functional sswerently affecting the work of local
authorities efforts should be made to convince ersities, colleges and places of further
education to incorporate material (where approgyian some or all of the following
areas in their undergraduate courses (both pae-tinti-time)

Social inclusion

Sustainable development

Green procurement

Promoting accessibility to services
Managing information

O 0O O0OO0O0o

It is recommended that the LGMSB should co-ordinate behalf of the sector, the
approaches to be made to the universities, collagéglaces of further education.

In tandem with the above point it is recommended the various designated bodies that
provide ongoing competency development programneeg.)( Engineers lIreland, the

Planning Institute, etc for their members shouldaperoached in order to incorporate
material (where appropriate) on some or all of dheas already identified. In addition

the designated bodies could incorporate the foligvimto their CPD programmes

financial management and budgetary and cost control
working in multi-disciplinary teams

managing staff performance

updates on legislation and their potential impact

more effective use of I.T.

developing leadership

O 0O O0OO0OO0Oo

Once again it is recommended that the LGMSB, onalbedf the sector, should co-
ordinate the approaches to the various designaiéigbthat provide CPD frameworks.

In order to further reduce the spend on travel andsistence associated with staff
attending off-site training events local authorlisaining Officers should be encouraged
to make greater use of courses/events organised simared or regional basis. The
current practice of determining whether any demaedsts for shared training

14



opportunities either through the regional trainiogntre network or directly should
become more widespread. Where a local, regionaladd has been identified the
Training Officers should take advantage of curmaatrket conditions to achieve greater
reductions in costs/charges due to economies dé sféorded by larger numbers of
potential attendees. Where regional or clusteregntsv are being planned for
consideration should be given to choosing locatiansl venues served by public
transport. External training providers and staffvalling to events should be actively
encouraged to avail of cost effective public tramspvhenever possible rather than
incurring high mileage costs which draw heavilyammever reducing training budget.

LGMSB should co-ordinate approaches to FAS, Co#ktiel on behalf of the sector in
order to improve the local authority specificityr feome existing Construction Skills
Certification Schemes (CSCS) courses. Aspectisaeset courses where changes might be
made include durations, assessment criteria botimiteal and renewal certifications and
overall course content.

In order to take maximum advantage of current mackaditions a national framework
of suitably qualified training providers should fpet in place for the most urgent of those
cross functional generic training requirements fidieal in Section 2 of the report. With
prices for bought in or external courses at a loeeel than in the past couple of years it
would be prudent to attempt to lock in training\pders to these low levels of fee’s for
at least 18 months — 2 years. The various comesitéad bodies that currently organise
tender competitions for the procurement of trainargl/or consultancy services (e.g.)
WSTG, Regional Training Centres, An Chombhairle leatanna, the LGMSB should
examine the option of establishing (where requimedjti-annual panels or frameworks
of suitably qualified providers at the lowest pbssiprices.
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