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Supplementary Notes
3.0 How well does this L&D Framework meet current and future needs? What is the limitations of the Framework? 
[bookmark: _Hlk144820905]The Learning and Development (L&D) framework developed by the Local Government Staff Commission for Northern Ireland (LGSC) in March 2012 is a critical instrument for improving the knowledge and skills of local government employees. It gives the local government sector a uniform structure for workforce development and helps individual councils achieve the objectives set forth in their Corporate Plans. The local government industry is constantly changing as a result of changing cultural expectations, technological improvements, and shifting political agendas. LGSC's Northern Ireland framework appears to include aspects that correspond with both present and projected future industry demands. 
In local government, effective leadership is critical. The framework comprises forming a representative Leadership operating Group and deciding on governance and operating parameters that fulfil the current requirement for capable leaders while also anticipating future need for professional leaders. For example, there will be a clear definition of what it means to be a leader in Northern Ireland's local government, as well as open systems and procedures for identifying, developing, and supporting leaders. This pillar is consistent with LGSC's goal of creating communities that are sustainable, cohesive, lively, and inclusive. Customers will have the certainty that leaders at all levels are committed to developing, inspiring, and leading employees to provide high-quality services in exchange.
Furthermore, the framework emphasises the significance of performance development for local government employees, recognising the necessity for continuous improvement and performance feedback. By specifying important skills and behaviours, this acknowledgment of strategic workforce planning corresponds with future industry demands. At a conference in October 2010, a number of pilot initiatives were examined to be deployed across a variety of strategic improvement areas in HR services and workforce development within the timetable for the creation of the strategic framework. Prior to that, according to Pillar 2 Performance Culture, in order to transition away from a process-driven exercise and towards delivering performance feedback, coaching and developing people, and attaining excellence in service delivery, local government must make a strategic shift. To assess the framework's applicability to current and future industry demands, these needs were identified and explored inside the strategy through the creation of governance and working standards and the formation of a representative Performance Culture Working Group. Creating an environment where goals at the individual, team, and council levels are connected, where people receive ongoing feedback on their performance and progress, and where excellence in service delivery is acknowledged, are a few examples. Individual employees will have a clear understanding of the performance standards and behaviours expected of them, and managers will be held accountable for performance and improvement as well as addressing underperformance. The Competence Framework for the industry will include these norms and practises.
The third strategic pillar of the framework encourages effective relationship-building and communication with all significant stakeholder groups, including leaders and managers at all levels within the industry and councils, SOLACE, PPMA, LGSC, and Trade Unions, who will be able to successfully address employee relations issues early on through strong employee engagement and a focus on resolving disputes. As a consequence, an expertly developed and resourced structure capable of delivering an efficiency and improvement agenda with transparent decision-making will be beneficial to the sector as a whole as well as councils and trade unions. Local government shall build an agreed-upon Employee Relations Framework and atmosphere that produces outcomes, allows for easy transition at the sector and council levels, and ensures uniformity.
The framework also highlights how uneven implementation of laws and practises like compensation and incentive may stymie the efficient migration of exceptional employees and the sharing of scarce talents throughout the industry. This acknowledgement of strategic personnel planning corresponds with both current and future industry demands by giving the potential to blend the motivating components of reward with the necessity to manage labour expenses. To provide an effective and equitable method of determining pay and reward and to support flexibility and mobility throughout the local government workforce, the goal will be achieved, for instance, by promoting a total reward package for employees that includes pay, personal development, and working conditions.
In addition, the framework addresses talent management, which involves ensuring that the right people with the correct capabilities are in place. This may be updated on a regular basis to keep up with industry changes and ensure that personnel have the necessary abilities. For instance, the performance and contributions of employees in local government will be assessed over the course of their careers to help the sector identify, hire, and develop talented individuals. As a result, councils will be able to draw from a pool of employees with modern skills who can react quickly to business needs. 
The framework's last strategic pillar promotes a culture of continual learning and growth, which is critical for both present and future demands. Employees are urged to look for continual chances to improve their skills. A continuous learning culture focused on individual, team, and organisational development and growth will be built based on Pillar 6 Learning Organisation since it is vital in terms of productivity, results, capability, and efficiency. 
[bookmark: _Hlk144822035]LGSC's Northern Ireland L&D framework (March 2012) indicates a commitment to recognising and meeting current and future industry demands via leadership, performance culture, employee relations, pay and reward, talent management, and learning organisation. Local government will face significant changes in the years ahead as the reform and modernization agenda is implemented, as well as continued economic pressure. The framework acknowledged the hazards and offered a thorough, well-planned response to mitigate them. While the LGSC's 2012 L&D framework for Northern Ireland has virtues, it also has limitations. Given the rising relevance of technology in modern local government operations, the framework might place a higher emphasis on digital transformation. According to an article, government digital efforts are predicted to boost government operational efficiency and tackle public concerns in more volatile times (Yuan et al, 2023). Despite the fact that the framework is based on the year 2012, digital transformation has a lengthy history that can be traced back to the late 1970s (Mai, 2022). As a result, work is becoming more digital, mobile, and social. Changes in technology, demography, and the workplace itself are driving this transformation. Local government digital transformation is significant because it tries to use technology to improve the way councils provide and deliver services to their inhabitants and other community stakeholders (Wardle, 2022). To be relevant and effective, the framework will need to be refocused and revised annually to meet the shifting needs of the local government sector.
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