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Introduction   
Background  
You are the largest solely Scottish children’s charity and provide help to thousands of Scotland’s most vulnerable 

children, young people and their families each year.  This provision covers a wide geographical area and a diverse 

range of services to support young people and children at risk and affected by disability, drugs and alcohol, and 

parent and child development.  This includes residential care, fostering, respite services, youthwork, family 

support and a guardianship service for unaccompanied children.   You also provide information, training and 
educational activities in areas with high levels of deprivation.    

  

You have a strong brand, vision and values.  You have just completed a major strategy review which involved a 

wide stakeholder engagement and consultation process and are now working through your Strategy for Success 

2018-2021 and revised Corporate Business Plans.  You have a clear vision articulated as – “To transform the lives 

of the children and families we work with and, through this, contribute to building a fairer and more equal 

society.”  You mentioned that following the management changes and the improved approach to governance 

there is greater stability and more cohesion and engagement across the organisation.  

  

Like many organisations in the 3rd sector you are facing many challenges with regulation, competition and lack 

of funding available within Local Authorities.  That said you have been able to create some limited scope to 

perhaps be creative with T’s and C’s and staff have received pay awards over the last 2 years.  All employees are 

now on, or above the Living Wage.    

  

You are fully committed to your change management programme, incorporating major improvements to IT and 

associated processes, a shift in culture to the Personalisation agenda and a review of all HQ and property needs 

/ costs.    You are keen to ensure that there is wide representation on working parties and forums from the front 

line.  

  

You engaged a consultant to coach the Leadership Team and many of the other executive managers with a focus 
on ‘internal whole leadership system’ approach.  You also have early plans to train a number of people to carry 

out Team Leader training.  You have reviewed your Appraisal arrangements to take account of changes to 
strategy and other processes.  You have strengthened your Reward and Recognition strategy expanding your 

Staff Awards arrangements.  

  

Performance management, behavioural competence is still a key focus for the business.  Turnover has increased 
although many local authorities are still finding funding a challenge.  You are exploring joint ventures through 

tendering opportunities and exploring shared service opportunities with other organisations. .  

  

Opening the new Highland Service is proved to be challenging.  You have a 79% success rate with the new edge 
of care service, which is helping to stop children coming into care.  You also have a 30% increase in referrals 

within the Mental Health agenda.  You are also exploring opportunities with NE England and have been 

researching funding with the Big Lottery England.    

  

You mentioned a need to support the Assistant Directors and for them to delegate more to the Operations 

Managers.     

  

Client Objectives/Priorities  
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At the planning meeting which took place on 12th April 2018, we discussed your objectives and priorities for the 

future and how Investors in People could support you. The focus of this interaction is:  

▪ You wish to understand where you currently are in relation to your ambitions and goals and to create 

an active people improvement plan, which will deliver your vision within this changed economic 
environment.     

  

In particular you wish to emphasise the following; new Ambitions:  

▪ We will lead through practice and policy development and campaign on behalf of our children and 
familes 

▪ We will focus on growing and delivering services so that we can reach even more children who need us 

▪ Become the charity of choice for all our staff, stakeholder, and children and families we support 

  

Strategic Drivers:  

▪ Quality   

▪ Growth  

▪ Sustainability  

▪ Impact  

  

Strategic Themes  

▪ We provide safe and loving homes for children who have experienced abuse and trauma  

▪ we will support families recovering from substance misuse, domestic abuse and poor mental health  

▪ we will give babies and children a brighter future by building confidence in parents  

▪ we will work to make the lives of children and families affected by disability easier 

▪ we will reach young people early to support them to keep control of their lives.  

  

Benefit and Outcome  

▪ The review will contribute to the development of a cohesive, informed and aligned people strategy going 

forward.  It will provide senior management with an in-depth position statement and will inform and 

drive the improvement strategies.  The review activities will reflect on Aberlour’s commitment to 

achieving excellence through the effective management and development of its people.   

  

2. Assessment Approach  
The context discussion took place at your offices on 12th April 2018 and we discussed:  

▪ The 6th Generation IIP framework – specifically in relation to the remaining Indicators that will be covered 

this year – namely Indicators 4, 5, 8 and 9.  

  

We discussed in particular the detail of the 6th Generation IIP Framework and how best to use this to support 

your business ambition.  We revisited where you think you currently are in relation to each of the Indicators 
and where you wish to be.  This information is again reflected in the two heat maps shown in the appendix.  
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Summary Findings  
Summary of findings this Final intervention  
Firstly, may I say that I have once again thoroughly enjoyed my visit to Aberlour Childcare Trust.  It was a very 

interesting and enjoyable experience speaking to people from a variety of roles and functions within your 

organisation.  People were very willing to participate during in my conversations.  They were very open and 
honest which enabled me to gain valuable insight into their perceptions, views and opinions which are now 

captured by the findings in this report.  

  

The output from the IIP 40 shows a positive response to the leadership questions of around 56% which, if you 

include the somewhat agree into the figure, reaches 76%.  However, this is still your lowest score at 0.3 below 

the IIP average across 3238 organisations.  Your strongest scores are the understanding of your Values and also 
Structuring Work, which is 0.2 above the IIP Benchmark.  This is followed by Building Capability and Managing 

Performance, which is 0.1 above the IIP Benchmark.    

  

We discussed the need for you to create a formal People strategy, which will link and include your Young People 
strategy and your Diversity and Talent Management strategy.  You are already looking at your New Technology 

strategy.  

  

Managing performance is a clear strength of your organisation and your feedback mechanisms are clearly 

constructive and robust. I particularly like how people are encouraged to take personal responsibility and how 

objectives are linked to your strategic aims and your behavioural Values.  People are encouraged to set and meet 
stretching targets on both a formal and informal basis.    

  

We talked about how you have a strong focus on the ‘Growth Agenda’ for sustaining and extending services and 

how you are well ahead of the competition in the sector.  You have a comprehensive Competency Framework 

linked to your values and I like how this is used to monitor and evaluate behavioural performance during 

Supervision and Appraisals.  There are however a few areas where the Supervision arrangements are not 

considered useful, which I put down to small pockets of management effectiveness.  We discussed your work 

with TurboChange which will help orient the Service Managers to adapt their behaviour.  There is a need for 

some of your Service Managers to take more ownership and responsibility for their Service  

  

In most cases I found a culture of appreciation exists and that the majority of individual and team successes are 

acknowledged and praised.  However, I found that in a few areas’ managers could pay more attention to ensuring 

their team members feel valued and appreciated.  I am satisfied that the way that you recognise, and reward 
people supports your overall ambition for the business.    

  

People find your staff Employee Awards motivational, but there are a number of service areas where staff are 

unaware of them.  People mentioned the wide range of other benefits which were understood to be well ahead 

of similar organisations in the sector.  I like how you benchmark your Reward and Recognition strategy across 

the 3rd Sector using an external consultancy.  There is further scope to introduce some flexibility to your 
Recognition and Reward strategy.    

  

It is apparent that continuously improving the quality of service and the support and guidance you provide your 

service users is a high priority for Aberlour.  I like how you are engaged with external stakeholders including 
government to encourage innovation.   Knowledge sharing, and collaboration is taking place in many of your 

services very effectively but there is still scope to strengthen this in a number of areas.  Some of my clients 

organise quarterly Innovation Forums for staff and have erected Innovation notice boards and registers.    
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I also applaud how you have created and widened the scope of continuous improvement through your 
‘corporate’ Quality Improvement team.   It is clear that you regularly evaluate, review and change your people 

strategies.  We discussed how you altered your staff engagement strategy from forming large groups to the 

leadership attending service teams on a much smaller scale.   I found positive evidence that people who have 
come up with improvement ideas and have the opportunity within their role are given the support and 

responsibility to drive these forward.    

  

I am satisfied that leaders communicate the priorities of Aberlour widely and regularly and also how you 

encourage engagement and two-way conversations.  When change is planned it is communicated in a timely 

and transparent way in most but not all cases, in particular at Sycamore.  I am satisfied that successes and failures 
are regularly communicated throughout the business at all levels.      

  

There has been significant change in many services.  I like how in Elgin the manager has used a Fact and Fiction 

arrangement to reduce rumours.  People generally confirmed that they are involved in short- and medium-term 

planning especially at a level appropriate to their role.  The benefits of change are clearly being considered and 

evaluated.   You mentioned how you regularly collaborate with a wide range of external partners and other 

stakeholders to ensure sustainability.   

  

 I found that there is reasonable commitment and understanding of the issues within communities relevant to 

many of your services.  It is apparent that you support local employment and involve local communities in 
fundraising.  However, a number of people in various services advised that connections with the communities 

could be strengthened. You could task service managers with outcomes to promote your service and 

connections within their local communities.    

  

I believe that more could be done to raise the profile of Corporate Social Responsibility in relation to energy 

efficiency and other ‘green’ issues.  I am pleased to note that you have strengthened your Diversity and have 

made a good start with the development of the Pride Network.    

  

Summary of Findings from the interim review in March 2017  
You have a very clear vision and I like how you communicate this regularly to everyone in the business.  The Staff 

Strategy workshops are excellent and very engaging, and I enjoyed attending one of them.  The majority of 
people I spoke to had good levels of confidence and trust in the management.  You were described as highly 

passionate, enthusiastic and driven to succeed and the majority of the rest of the senior team are highly regarded 

as role models.  The majority of people are inspired by your leadership and by that of your senior colleagues.        

  

There is good consistency of understanding around leadership and management behaviours. You have an 

excellent capability framework, and this is used to good effect in your Performance Management arrangements.  

In some services there are quite a few newly-promoted managers and assistant managers.  The information I 
received suggests that a number of these managers need to build their experience and confidence in leading 

and supporting people in addition to taking decisions.   

  

There should also be a clear structured development plan for new service managers.  There is a need to provide 

more support to ensure that a consistent leadership style is deployed within the Sycamore Service, although this 

may be influenced by the senior secondment to the Highland Service.     

  

Interestingly the IIP9 survey feedback shows that a 100% of people confirmed that they had the same values as 

the organisation which is a very positive result.  Communications are generally considered to have improved 
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significantly although there is still a need to improve communications between services and between houses.  

However, the Communities of Practice and SharePoint are excellent tools.  Staff could be encouraged to utilise 
SharePoint to a greater extent.  Yammer is considered very beneficial.     

  

Delegation of authority has also been improved since my last visit, with far more people talking about feeling 

empowered.  There is still some effort needed to ensure that service managers are both competent and 
confident to take the decisions they need to take.  I found that the vast majority of roles in the business are well 

defined and people were clearly able to confirm what they needed to deliver and what the boundaries of their 
role are.  Most people could also describe the relationships they had with other roles and the need to collaborate 

effectively.  I like how you have adjusted the structure to ensure that it is fit for purpose going forward with a 

new team in place.  In particular I am impressed by how you have worked to secure the Highland tender and 

how you have adapted your structure with secondments at a senior level to ensure success.    

  

A number of experienced people have left the organisation from the Sycamore service, including managers.  The 

lack of success filling vacancies and the high turnover of staff has resulted in significant challenges of backfilling 

posts and employing agency staff.  Many people felt that there now needs to be a period of stability and 

consolidation.  One area of inconsistency is around induction.    

  

One service explained that they have introduced a highly structured induction programme, which I found is 

highly praised by staff, whilst in another, the lack of induction is I was told, the reason some people had left the 

organisation.  There would be benefit in considering the good practices in place for induction and utilising these 
into a corporate approach to be used by all service managers.   

  

You have a clear Learning and Development strategy and you described the priority you give to ensuring that 

the learning requirements of all your teams and individuals are fully satisfied.  The management and support 
you provide for learning has improved with the creation of the post of Learning Manager and it is clear she is 

highly regarded.  You provide significant innovative investment in learning.  However, some people felt that 
organising and managing training is a particular challenge owing to dynamic nature of the service and workloads 

owing to lack of resources.    

  

Recruitment and selection is a significant challenge for the business in some areas but you have achieved success 

in other areas.  The recruitment process is certainly considered robust and fair and I am pleased to note that you 

use competency-based techniques. It was mentioned that your competition have increased their pay rates for 

service managers who can earn up to £6000 more. This is something you may wish to check.  I believe that it 
would be prudent to seek support for a modern apprentice programme owing to the fact that you will be paying 

the Apprentice Levy.    

  

Outcome  
Having carried out this assessment in accordance with the guidelines provided by Investors in People, I am 

satisfied that you fully meet the requirements of the Investors in People Standard.  

  

Additionally, I congratulate you for having achieved the higher level of GOLD.  The full details of the Indicators 

and Themes met are provided at Appendix 1.   
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Findings and Recommendations   

Areas for potential improvement/development are highlighted in bold.  

  

Managing Performance - 4  
Setting objectives Encouraging high performance Measuring and assessing  

  

 
  

▪ The output from the IIP 40 shows a positive response to the questions of around 74%, which if you 
include the somewhat agree into the figure, reaches 86%.  This is a positive score at 0.1 above the IIP 

average across 3238 organisations surveyed.  Setting objectives was the weakest area and measuring 

and assessing performance was the strongest with a positive score of 0.4 above benchmark.     

  

▪ It is evident that people fully understand what is expected of them.  People each have individual 

objectives which are defined, reviewed and agreed on a regular basis.  It is clear that individual objectives 

and targets are directly aligned to team and / or organisational goals.  We discussed how your new 

Strategy and Business Plan possessed very similar themes to your previous documents.  As a 

consequence, I was not surprised to find that people could easily link their objectives to that of the 

business as a whole.  There is also a keen sense of social responsibility.    

  

▪ People spoke highly of Supervision and indeed the annual Appraisal, which the majority of people 

confirmed was very useful.  Consequently, I found your feedback mechanisms constructive and robust. 

I particularly like how people are encouraged to take personal responsibility for completing the Appraisal 
by appraising themselves first and defining their own objectives.  I particularly like the structure of your 

Appraisal which includes – looking back, behaviours and values, training needs, continuous improvement 

and looking forward elements.  These are clearly linked to your strategic aims.  

  

▪ I also found positive evidence that you, directly and through your managers, encourage people to set 

and meet stretching targets on both a formal and informal basis.  We talked about how you have a strong 
focus on the ‘Growth Agenda’ for sustaining and extending services and how you are well ahead of the 

competition in the sector.  In particular people talked about challenging themselves to provide children 
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with the highest possible quality of care.  I also like how a number of managers take a flexible approach 

so if people find their targets too demanding or unachievable then a conversation takes place with their 
manager to address this.  It is clear that people are expected and encouraged to strive for high 

performance, with some getting involved in business wide improvement initiatives such as the 

implementation of the new Dynamics software, which is replacing Carista. People are clearly encouraged 

to perform at their best.   

 -  “I definitely feel challenged to go further.  We do set stretching targets for the sake of the Children.”  

  

▪ There is a good balance between positive and negative feedback.  Under-performance is clearly handled 

sensitively when it occurs, in a very constructive and supportive way.  People also explained how they 
had responsibility to monitor their own performance.  Quite a number of people I talked to described 

how they have objectives supplementary to their role to help develop the business wide ambitions.    

  

▪ We discussed how you have a Competency Framework which is linked to your values and is used to 

monitor and evaluate behavioural performance during Supervision and Appraisals.  This was confirmed 

by the majority of people I talked to.  People also explained that behaviours were monitored on a daily 

basis and outlined how important these are in respect of role modelling for young people and children.  
I am satisfied that you are capturing evidence of individual behaviours designed to improve effectiveness 

and efficiency.   There are however a few areas where the Supervision arrangements are not 
considered useful and where people have had to pressure managers into receiving Supervision.  

- “I have very open and honest conversations with my manager at Supervision and Appraisal.  I actually 

find them very helpful.  He is very supportive.”  

- “Yes we discuss my behaviours.  There will be a constructive discussion if I do something wrong.  

  

▪ The vast majority of people I had a conversation with described how they had open and honest 

conversations about their personal development needs, aspirations and goals.  I found evidence of people 

asking for experience and knowledge in different areas and managers providing this.  People and 

managers explained how their career aspirations were being accommodated where possible, and I found 

good encouragement to progress if people demonstrated the talents needed.    

  
Recognising and Rewarding Performance - 5  

Designing an approach to recognition and reward  
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▪ The output from the IIP 40 shows a positive response to the questions of around 47%, which if you include 

the somewhat agree into the figure it reaches 69%.  This is the worst scoring indicator which is -0.1 below 

the IIP average across 3238 organisations surveyed.  Designing an approach to reward and recognition  

was the weakest area with 0.4 below benchmark and recognising and rewarding achieved a positive 0.1 
above benchmark.       

  

For the most part I found a sound culture of appreciation, where people feel valued for their hard work, 

efforts and achievements.  It is clear that the majority of individual and team successes are acknowledged 
and praised on a one-to-one basis and often at a team meetings / briefing.  However, this is not true 

everywhere as I found that some managers could pay more attention to ensuring their team members 
feel valued and appreciated.  When I asked why people felt valued they mostly said, “I feel appreciated 

because my manager tells me.  She quite often gives me a thank you or that’s great.”  

  

▪ It is clear that the way that you recognise, and reward people supports your overall ambition for the 

business.  As you are operating within the 3rd sector you have limited opportunity to pay enhancements 

for performance.  That said I like how you have developed your staff Employee Awards, which are 

presented at your annual conference.  We talked about the wide range of these Awards and how these 

are designed to celebrate high performance and motivate people.  The majority of people I talked to 

confirmed that the awards are motivational, with comments like, The Awards are a lovely idea.  It is a 

pleasure and a privilege to go to the conference.”  They also talked about the value of team building 
events, training days and the support for social and community activities.    

  

▪ We discussed how you have continued to pay the ‘Living Wage’ even though this has eroded differentials.  

As a consequence, you paid a 2% pay rise across the board and an extra amount to those impacted by 
eroded differentials.   Other benefits include a choice of 3 different pension options, maternity leave 

above statutory, Cycle to Work and Length of Service Awards.   However, a few people had not heard 
about the Awards and how they could nominate colleagues, so consequently I would ask you to 

promote and re-launch them.  

  

▪ I like how you benchmark your Reward and Recognition strategy across the 3rd Sector using an external 

consultancy.   

Adopting a culture of recognition  
Recognising and rewarding people  
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▪ Most people are clear about the criteria they need to meet to be recognised and feel valued.  It was 

interesting to hear the positive comments made by many people about feeling valued as a result of being 

given responsibility and lead roles.  They also mentioned the motivation they got being given freedom to 

use their initiative and being asked their opinion.    

  

- However, this is not always consistent.  I heard from some staff who were extremely frustrated over the 

micromanagement and command and control style of leadership they could experience from their 

manager.  “The additional hours have been given to the Relief staff but we are the most experienced and 

this is our career, so I feel a bit undervalued owing to that.”  

- “I don’t feel valued.  I had to ask for supervision.  I don’t feel supported. .”  

- “We were TUPE’d across in Fort William and I can say the support we get is incredible.  I feel highly valued.”  

  

▪ There is scope to introduce greater flexibility to your Recognition and Reward strategy.  One idea might 

be to allow people to buy and sell holidays or other benefits.  You could also explore preferential buying 

schemes.  

  

▪ There has been significant change at Sycamore and whilst the managers have been involved in the design 

there are a few disaffected people who did not, in their eyes, have any consultation.   

  

People described the staff Award Conference as a great celebration of the success of the previous year.  I 
really liked how people who excelled and were nominated by their colleagues, or children received a wide 

range of employee Awards at this event.  You have invested heavily in apprenticeships and trainees, so 
you might wish to create a Young person of the Year Award.  People also valued the long service awards 

you have introduced.  They also spoke highly of the occasional social activities.    

  

▪ Another excellent strand to your strategy is Occupational Health provision and your new Aberlour Pride 

Network and the Counselling Service.  Some organisations provide their employees with a Total Reward 

Statement, which puts a value on all their benefits.  

  

▪ A manager described how there was an increase in the number of 35-hour contracts and as everyone 

could not be given these the choice came down to those people who performed well and stretched 

themselves.  

− “My staff nominated me for an Award, which makes me feel valued.”  

− “We are paid quite a bit more than other care services.”  

− “I am very happy with my pay and conditions.”  

− “Valued, well yes and no.  There is a lot of pressure at times and my manager does not always see that.”  

− “Our manager has refused to support any nominations for the staff awards and said they must go 

through them.”    

− “A Social Worker sent my manager a letter praising my work.  She phoned me a few weeks later but I 

knew nothing of it.  Quite embarrassing.”  

  

Delivering Continuous Improvement - 8  
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Improving through internal and external sources Creating a culture of continuous improvement Encouraging 

innovation  

  

 
  

▪ The output from the IIP 40 shows a positive response to the questions of around 70%, which if you include 

the somewhat agree into the figure it reaches 85%.  This is a reasonably good scoring indicator which is  

0.1 above the IIP average across 3238 organisations surveyed.  Creating a culture of continuous improvement 
was the weakest area with 0.3 below benchmark and encouraging innovation was 0.3 above benchmark, which 

is an interesting difference.       
  

It is clear that you put considerable energy into continuously improving the quality of service and the 
support and guidance you provide your service users. You explained how you look beyond your own 

business environment to learn from the external market place and described how you bring this knowledge 
back to the business to improve what you do.  You engage with such as Scotland Excel and are involved in 

managing and improving the relationships you have with many Local Authorities.  I like how you have 

employed consultants to help your Finance team develop confidence and the Assistant Directorate to 
improve work life balance.     

  

▪ There is positive evidence of knowledge sharing and collaboration taking place in many of your services.  
However, there is still scope to strengthen collaboration between services at a local level.  Some of my 
clients organise quarterly Innovation Forums for staff and have erected Innovation notice boards and 
registers.    

  

▪ We discussed the need for you to create formal People strategy, which will link and include your Young 

People strategy and your Diversity and Talent Management strategy.    

  

▪ We discussed your work with TurboChange which will help orient the Service Managers to adapt their 

behaviour.  There is a need for your Service Managers to take more ownership and responsibility for 

their Service  

  

▪ I heard about numerous continuous improvement initiatives including the introduction of the Dynamics 

software to replace Carista, The Pride Network and the work you have done to break into the North of 

England, NE12 Framework.  I also applaud how you have created and widened the scope of continuous 
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improvement through your ‘corporate’ Quality Improvement team.   Your involvement in the ‘historical 

abuse inquiry, “Has slightly hindered our progress with some of the continuous improvement plans.”    

   

▪ It is clear that you regularly evaluate, review and change your people strategies.  In particular your 

supervision and appraisal processes, pay and grading’s and diversity arrangements. We discussed how you 

altered your staff engagement strategy from forming large groups to the leadership attending service 
teams on a much smaller scale, which is perhaps less intimidating for some staff.   Appraisal arrangements 

and your communications strategies.      

  

▪ I found positive evidence that people who have come up with improvement ideas and have the 

opportunity within their role are given the support and responsibility to drive these forwards.  One person 

explained how he was reviewing the valuation processes.    

- “I was given support to set up a Quality Assurance section for the service.”  

- “The manager encourages us to be creative and explore better ways of helping to grow the service.”  

- “We have quarterly Business planning meetings which focus specifically on improvements and 

collaborating to learn from each other.”  

- “If you take the lead on suggestions you will be given support.”  

- “I am building improved relationships with volunteers as we are now based in Dundee instead of Glasgow.”  

  

- ▪ It is clear that continuous improvement is a key priority for the business with much positive energy and 

enthusiasm directed towards this and it is apparent that the majority, although not all the managers 

encourage and nurture innovation.  Most people also confirmed that they are encouraged to try new 

approaches, come up with ideas and take reasonable risks.  They talked about how they collaborated 

during the various team meetings to discuss service improvements at a local level.  “We are developing 

life skills improvements for the children to improve their outcomes.”  

- “We had a development day at Hazelhead to develop the strategy for the Futures service in Aberdeen.” - 

 “Bright ideas are rolled out and shared.”  

- “I had experience so developed a Creative Skills SVQ for Aberlour.”  
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Creating Sustainable Success - 9  
Focusing on the future Embracing 

change Understanding the 

external context  

  

 
  

▪ The output from the IIP 40 shows a positive response to the questions of around 68%, which if you include 
the somewhat agree into the figure, reaches 83%.  This indicator scored -0.1 below the IIP average across 

3238 organisations surveyed.  Embracing change and focusing on the future were both below par at -0.2 

and -0.3 respectively.  Understanding the external context was a positive 0.1 above benchmark.       

  

▪ I applaud how you and the leadership team provide a full, open and honest overview of the business at 

meetings across the organisation at least annually.  In addition, we discussed how you have the annual 

conference and the Awards ceremony which also provides opportunity to engage with staff.  Your 

newsletter and other robust communications mechanisms work well ensuring that everyone has the 

opportunity to hear about your future priorities and challenges.  The vast majority of people commented 
that this provides them with a good understanding of the business performance aligned to the changing 

priorities going forward.    

  

▪ I found positive evidence that when change is planned or is in the process of occurring, it is mostly 
communicated in a timely and transparent way.  However, there are areas where change has impacted 

negatively on some people and as you might expect there is a feeling by those people that consultation 

around the change could have been significantly improved.  However, in the main, as mentioned earlier 
you have created an environment where trust, respect and openness are embedded in the culture of the 

organisation.  I am satisfied that successes and failures are regularly communicated throughout the 

business at all levels.      

- “We have been fully involved in the changes to community-based work and Sheena has had meetings with 

everyone.”  

- “The service moved from Girvan to Ayr and we were all involved 100%.”  

- “We are involved in the Parent and Family Learning Strategy for South Ayrshire Council.”  
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▪ There has been significant change in many services.  It was mentioned that uncertainty caused rumours 

to circulate in Elgin the service, so the manager asked everyone to come to team meetings with ‘post 

its’ under the banner Fact and Fiction.  As a consequence, the number of Fiction ‘post its’ has 

dramatically reduced.  This simple activity could be used elsewhere.  

  

▪ People confirmed that they are involved in short- and medium-term planning especially at a level 

appropriate to their role.  The benefits of change are clearly being considered and evaluated through more 

efficient working, easier knowledge sharing, higher quality outcomes for service users and improving 
skills.  You mentioned how you regularly collaborate with a wide range of external partners and other 

stakeholders.  I discussed with a manager how you are working together with the Parents Network 
National Forum to provide feedback to the Scottish Government on a range of issues relative to your 

sector.  One member of staff explained how he was learning about the Forest programme developed in 

Scandinavia, which explores emotional and behavioural themes and will significantly help children with 

significant inclusion issues.  

    

▪ You and many of your managers described how your role is supporting children and families in local 

communities and consequently I am not surprised to find that there is reasonable commitment and 
understanding of the issues within communities relevant to many of your services.  It is apparent that you 

support local employment and involve local communities in fund raising.  I applaud how you are providing 

5th and 6th year pupils with Pre-Apprentice learning and how you provide work experience for young 

people locally.    

-  “We have a wide network of befriending schemes and extensive volunteer support.” - 

 “We have good links with schools but could widen this to the whole community.”  

  

▪ That said, a number of people commented that, “The connection with the community is low and could 

be strengthened.”  This was mentioned in Inverness, Prestwick, and Sycamore.  Perhaps you could task 

service managers with some targets or outcomes to promote your service and connections within their 

local communities.    

  

▪ You have an ambition to strengthen your Diversity and have made a good start with the development of 

the Pride Network.  I also received examples of mixing males and females to improve gender balance in 

some services.    

- “Aberlour is certainly more diverse than it used to be.”  

- “Our lanyards are now coloured with the ‘rainbow’.”  

  

▪ We discussed how you are exploring various strategic partnerships that will complement and enhance 

your service delivery.  In particular you mentioned Includem, Glen Housing and Kingdom Housing.  

  

▪ The majority of people I talked to felt that Aberlour is a good to great place to work.  I found high levels 

of pride and ownership, and I found considerable passion to improve the lives of children.  I reiterate, 

there is across most services clearly a culture of openness and trust.      

- “I just love working for Aberlour.  It is why I have been here so long.”  

- “I joined from another company and Aberlour is streets ahead of the competition.”  

- “It can be stressful at times, but it is still a great place to work, especially when you see the difference you 

can make to children’s lives.”  
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Summary of Recommendations  

Managing Performance - 4  

▪ There are a few areas where the Supervision arrangements are not considered useful and where people 

have had to pressure managers into receiving Supervision.  

  

Reward and Recognition - 5  

▪ Some managers could pay more attention to ensuring their team members feel valued and appreciated.    

▪ However, a few people had not heard about the Awards and how they could nominate colleagues, so 
consequently I would ask you to promote and re-launch them.  

▪ I heard from staff who were extremely frustrated over the micro management and command and control 

style of leadership from their manager.    

▪ There is scope to introduce greater flexibility to your Recognition and Reward strategy.  One idea might 

be to allow people to buy and sell holidays, or the Health Scheme or other benefits.  You could also explore 

preferential buying schemes.  

▪ You have invested heavily in apprenticeships and trainees, so you might wish to create a Young person of 

the Year Award.    

▪ Some organisations provide their employees with a Total Reward Statement, which puts a value on all 

their benefits.  

  

Continuous Improvement - 8  

▪ There is still scope to strengthen collaboration between services at a local level.  Some of my clients 

organise quarterly Innovation Forums for staff and have erected Innovation notice boards and registers.    

▪ We discussed the need for you to create formal People strategy, which will link and include your Young 

People strategy and your Diversity and Talent Management strategy.    

▪ There is a need for your Service Managers to take more ownership and responsibility for their Service  

  

Creating Sustainable Success - 9  

▪ It was mentioned that uncertainty caused rumours to circulate in Elgin the service, so the manager asked 
everyone to come to team meetings with ‘post its’ under the banner Fact and Fiction.  As a consequence, 

the number of Fiction ‘post its’ has dramatically reduced.  This simple activity could be used elsewhere.  

▪ That said, a number of people commented that, “The connection with the community is low and could be 

strengthened.”  Perhaps you could task service managers with some targets or outcomes to promote your 
service and connections within their local communities.    

▪ It was mentioned that fundraisers for Aberlour should visit their local service before fundraising in the 

adjacent community, following some recent issues raised at Ardfin.  

  
Summary of Recommendations from March 2017  
Leading and Inspiring People -1  

▪ A service manager supported some of her staff to visit houses in another service to see what they could 

learn.  This type of activity could be expanded with other service managers encouraging their staff to do 
likewise, although I appreciate that this will be dependent upon arranging cover.  

▪ There is perhaps a need to provide more support to ensure that a consistent leadership style is deployed 

within the Sycamore Service.    
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▪ In some services there are quite a few newly promoted managers and assistant managers.  The 

information I received suggests that a number of these managers need to build their experience and 
confidence in leading and supporting people in addition to taking decisions.   

▪ It is apparent that some managers do not respond to requests.  I found this when creating the interview 

schedule for this review and it was also mentioned during my conversations in respect of training.    

▪ The evidence suggests that you have a deficiency of resources in some services such as Sycamore where 

there has been a high turnover of staff.  Although you are employing agency staff, this is putting significant 
strains on some employees.    

▪ There are clearly some excellent plans in place to provide managers with ongoing leadership and 

management learning support and I would urge you to continue to give this high priority.  I would like you 

to develop a specific corporate induction for all new service managers and assistants to ensure there is a 
consistent level of support ‘early’ in their new role.  There should also be a clear structured development 

plan for new service managers following this.   

  

Values – 2  

▪ A few people mentioned that they had made suggestions at a meeting in Kirkcaldy about 4 months ago but 

have not heard anything back.  “I have noticed my colleagues say – nothing comes of suggesting 

improvements as nothing comes of it.”    

  

Empowering and Involving People - 3  

▪ A key issue going forward is the need to enhance the capability of your less experienced service and 

assistant manager community in order to accept the appropriate authority.  There is also a need for them 
to start to engage externally building relationships with key suppliers. It was further mentioned that the 

Assistant Directors need to be less involved in-service management activities and more engaged in 

strategic relationship management.  

▪ “We only got 2 weeks’ notice of a major consultation meeting but because of the short notice no-one from 

Sycamore could attend owing to the shifts.”  You need to ensure that consultation events are planned well 

in advance to give managers the opportunity to change arrangements to increase attendance.  

▪ I received some negative comments about how the shifts were changed in Sycamore last year.  Many 
staff, whilst understanding the reasons for the change, felt it was, “Imposed from the top rather than 

having some consultation around the options.”    

  

Structuring Work - 6  

▪ You may need to reinforce your structure further especially if the expected growth materialises and I know 

you will plan for this.    

▪ You need to ensure that job descriptions are in line with the future proposed changes in responsibility for 
service managers and assistant directors in order that their roles are explicit.  

▪ It would be beneficial to strengthen you succession arrangements through the provision of a formal Talent 

Management Plan.    

▪ A number of experienced people have left the organisation from the Sycamore service, including 

managers.  The lack of success filling vacancies and the high turnover of staff has resulted in significant 

challenges of backfilling posts and employing agency staff.  Many people felt that there now needs to be 
a period of stability and consolidation.    

▪ I was interested in the comment by one manager, “I am looking through the policies and developing a 

simple easy to read story board for staff.  This will help them to access support more quickly.”  I thought 
this was an excellent practice from a service in Dunfermline, which could be extended elsewhere.   .    
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Building Capability - 7  

▪ It seems that not all service managers give learning the same priority, which is something you need 
reinforce.    

▪ A number of people felt that organising and managing training is a particular challenge owing to dynamic 

nature of the service and workloads owing to lack of resources.  This was particularly evident within some 

parts of Sycamore.    

▪ I received negative comments about the lack of induction within Sycamore with people mentioning that 
it was the reason some people had left the organisation.  I believe that Sycamore management are 

currently exploring the development of a new induction process.  There would be benefit in considering 
the good practice in place for induction in Elgin and perhaps elsewhere and parachuting appropriate 

elements into a corporate approach to be utilised by all service managers and install some rigour to ensure 

that it takes place.   

  

▪ Unfortunately you are forced to use agency staff in some areas owing to the lack of success in recruitment.  

One manager explained that your competition have increased their pay rates, which may be having an 

impact.  He said, “A service manager in Children 1st can earn up to £6000 more than at Aberlour and we 

have more challenging circumstances.”   

  

▪ I believe that it would be prudent to seek support for a modern apprentice programme owing to the fact 

that you will be paying the Apprentice Levy.    

  

Next Steps  
I would ask you to consider the recommendations and reflect with colleagues on what these actually mean to 
Aberlour Childcare Trust   I will meet up with you as below to plan the next intervention and to complete the 

review to enable your final accreditation to be evaluated.  

  

You will receive a questionnaire to enable us to improve our service to you and I would urge you to complete this 

when asked.  In the interim should you need any further discussion or support to enable you to action plan for 

the next review do not hesitate to contact me and we can arrange to meet sooner than highlighted below.  

Key dates  
The new 6th Generation of IIP requires formal activity on an annual basis and future diary dates are:   
  

Accreditation  Planning  Interim Review  Accreditation Expiry  

1st October 2018  1st October 2019  24th March 2020  31st August 2021  

  

  

Finally, I would like to thank everyone who took part in the review discussions.   Their views and opinions which 

they provided very openly have helped to inform this report.  I would also like to thank you for your hospitality 
during my visit.  

  

Tom Hutchison, Investors in People Specialist, Tel: 07956 062831 Email: 

tomroma@aol.com  
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Remarkable is a not for profit organisation owned by Scottish Enterprise and Highlands & Islands Enterprise. 

Remarkable is the exclusive delivery partner for Investors in People in Scotland, and has been since 1991.  

  

Since 1991 Investors in People has set the standard for better people management and is an internationally 
recognised standard held by 14,000 organisations across the world. The standard defines what is required to lead, 

manage and support people in order to demonstrate sustainable results.  We strive to deliver value from this 

assessment but if you are unhappy with any aspect of the service you have received please feedback the details 

in the questionnaire you will be invited to complete. Alternatively you can feedback to the Remarkable Quality  

Manager, Alan Gebbie, who presides over Investors in People. His email address is 

alan.gebbie@thisisremarkable.com     

Appendix 1 – Heat Map Results  
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Appendix 2 – Maturity Grid  

  

Indicators  Themes   Maturity Levels  
  

 

Developed  Established  Advanced  High 

Performing  
1. Leading and 

inspiring 

people  

Creating transparency and trust          

Motivating people to deliver the organisation’s 

objectives  

        

Developing leadership capability          

2. Living the 

organisation’s 

values and 

behaviours  

Operating in line with the values          

Adopting the values          

Living the values          

3.  
Empowering  
and involving 

people  

Empowering people          

Participating and collaborating  
        

Making decisions          

4. Managing 

performance  
Setting objectives          

Encouraging high performance          

Measuring and assessing performance          

5. Recognising 

and rewarding 
Designing an approach to recognition and 

reward  

        

Adopting a culture of recognition          
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high 

performance  Recognising and rewarding people  
        

6. Structuring 

work  
Designing roles          

Creating autonomy in roles          

Enabling collaborative working          

7. Building 

capability  
Understanding people’s potential          

Supporting learning and development          

Deploying the right people at the right time          

8. Delivering 

continuous 

improvement  

Improving through internal and external 

sources  

        

Creating a culture of continuous 

improvements  

        

Encouraging innovation          

9. Creating 

sustainable 

success  

Focusing on the future          

Embracing change          

Understanding the external context          

  



 

 

Appendix 2 Results of IIP40 Questionnaire not contained in the body of the report  

    

  

 
  

  

  

  

  

  



 

 

  

  

Structuring Work 

 
 nor disagree disagree disagree 

  6Structuring work  Designing roles  Creating autonomy in roles  Enabling collaborative working 

Building Capability 

 
 nor disagree disagree disagree 

7Building capability Understanding peoples' potential 

Supporting learning and development Deploying the right people at the right time 
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Overall Results of IIP40 
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Difference from IIP Average results of 3238 organisations 

 -0.4 -0.3 -0.2 -0.1 0 0.1 0.2 0.3 
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