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Mansfield District Council Mayor 
Tony Egginton 
 
Managing Director 
Ruth Marlow 
 
Mansfield District Council 
Civic Centre 
Chesterfield Road South 
Mansfield 
NG19 7BH. 
5th July 2012 
 
 
Dear Tony and Ruth, 
 
 

Mansfield District Council – Corporate Peer Challenge Report 
 
 
1. On behalf of the team, I would like to say what a pleasure and privilege it was 

to be invited in to Mansfield District Council.  The team very much appreciated 
the welcome we received, the openness and honesty with which people 
engaged in the peer challenge process as well as the support provided in the 
lead up to, and during the course of, the challenge. 

 
2. This corporate peer challenge delivered by the Local Government Association 

(LGA) is part of the new approach to sector led improvement.  Our three days 
on-site with you were preceded by a discussion of the scope for the work and 
how you wished to use the knowledge and experience of local government 
sector colleagues to give ‘critical friend’ challenge to the issues you are 
dealing with. 

 
3. This letter acts as a record of the corporate peer challenge you commissioned 

and gives greater detail to the points raised in the presentation delivered to 
you on Friday 1st June 2012.  These issues are described in detail for you to 
take forward on your journey of improvement. 

 
4. The peer challenge process took the form of scoping meetings and 

conversations, a document and data review prior to being on-site, and then an 
on-site timetable of interviews, focus groups and conversations.  The 
feedback on the final day was then followed by a discussion with you of the 
key issues. 
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5.  The Corporate Peer Challenge Team was: 

• Abdool Kara, Chief Executive, Swale Borough Council 

• Councillor Chris Roberts, (Labour), Leader of the Council, Royal 
Borough of Greenwich  

• Councillor Marianne Overton, (Independent), Shadow Cabinet Leader - 
Lincolnshire County Council & Leader of Independent Group - North 
Kesteven District Council and of the Local Government Association 

• Steve Maxey, Assistant Chief Executive and Solicitor - North 
Warwickshire Borough Council 

• Marcus Coulson - Challenge Manager, Local Government Association. 

 
6. To give consistency and structure to the peer challenge team’s data 

collection, discussions and deliberations five key questions were used in this 
process.  They are: 

• Does the council understand its local context and has it established a clear 
set of priorities? 

• Does the council have a financial plan in place to ensure long term viability 
and is there evidence that it is being implemented successfully? 

• Does the council have effective political and managerial leadership and is 
it a constructive partnership? 

• Are effective governance and decision-making arrangements in place to 
respond to key challenges and manage change, transformation and 
disinvestment? 

• Are organisational capacity and resources focused in the right areas in 
order to deliver the agreed priorities? 

 
7. In conjunction you asked the team to look at three specific areas to add value 

to your own improvement process.  These were: 

• review progress the authority has made; 

• a forward looking focus, designed to offer supportive challenge, insight 
and advice in order to inform how the council moves forward; and 

• comment on senior working relationships. 

In each of the headings of the report we have indicated where the authority 
has strengths and where there are areas for consideration for future 
improvement.    
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8. It is important to stress again that this was not an inspection.  The peers used 
their knowledge and experience to reflect on the evidence presented to them 
by the people they met, things they saw and the material that they read. 

 
9. Using the five key corporate questions allows the Local Government 

Association (LGA) Peer Support Team to achieve a level of consistency 
between different Corporate Peer Challenges over time.  When engaged on-
site with client councils we give feedback that is specific and relevant. 

 
10. The LGA Peer Support Team are focused on what can add the most value 

through this process rather than imposing a framework that some clients may 
find unworkable.  On this occasion the most useful feedback the on-site team 
could give was on the three areas of focus identified during the scoping 
process to develop our understanding and a set of headlines that spoke to the 
narrative of Mansfield District Council and the present position of the 
organisation.  We believe this gives greater clarity to our views on the key 
issues you face, so enabling you to move forward more easily. 
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Executive Summary 
 
 
11. Mansfield District Council has come a long way from the organisation that 

was labelled ‘weak’ under the Audit Commission’s Comprehensive 
Performance Assessment in 2003.  This has been due to the hard work and 
judgement of the strong political and managerial leadership which has led the 
Council during this time.  In the opinion of the Corporate Peer Challenge 
Team Mansfield District Council is a good Council that is performing well.  
The arrangements which are in place to lead and manage the council appear 
to be both appropriate and effective.  Frontline service delivery is effective 
and due to the cost saving initiatives enacted by the Council, is increasingly 
efficient. 

 
12. The finances at Mansfield District Council are well managed and well planned 

through a sensible and thoughtful budget process.  There is a recent history 
of delivering of savings which has been well supported by members.  The 
Council could consider having a fully costed Medium Term Financial Strategy 
and the transformation agenda could be more ambitious.  The Council has 
improved performance across most service areas and is recognised in 
national and local awards.  Performance management is well embedded and 
overall Council performance has been maintained whilst costs have been 
reduced.  The Council may want to consider the effectiveness of some of its 
action plans and the benchmarking of some performance measures could be 
more ambitious and outward looking. 

 
13. The staff at Mansfield District Council are able, hard-working and committed 

to their work, they are proud to work for Mansfield.  The Council invests in its 
staff and this is well received.  The staff recognise the future challenges 
facing the organisation and the potential changes that may occur.  
Communication, visibility and recognition is sometimes seen as an issue for 
staff and they are frustrated when political demands for allegiance are made 
of then.  Consequently the Council should consider how to achieve a balance 
between inclusive policy development and the efficient use of officer time.  
The issue of Single Status needs resolving.  Relationships with partner 
organisations are positive and encouraging.  However the present political 
dynamic within the organisation is seen by partners as slowing down decision 
making. 

 
14. The Council is well set for the future with a unanimously agreed budget and 

priorities showing improving relationships between politicians.  The Select 
Commissions are becoming effective.  The Council is financially sound and 
there is a positive focus on regeneration through embedded and effective 
processes that work.  However, there is a history of difficult relationships 
which continue to carry risks. 
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15. Since the 2011 Elections there is a changed political landscape at Mansfield 

District Council where all sides feel they have both won and lost.  This is a 
complex situation which the Council has struggled to come to terms with.  The 
Mayor is facing an opposition council with the Labour group in the majority. 
The Labour group has the majority but does not have executive power.  It is 
also clear that some Groups and Members do not fully appreciate or 
understand the statutory duty of the Managing Director to support all of the 
members.  This situation carries a number of risks.  Adversarial politics is 
common and exists in most places but elsewhere mechanisms are in place to 
deal with them.  Without effective mechanisms there can be damage to the 
reputation of the Council and the District. 

 
16. The Peer Challenge Team recommends the use of existing formal 

mechanisms of internal communication and that the Council consider 
developing further mechanisms.  The team also recommend the use of 
informal communication mechanisms.  These should seek to build trust in 
relationships that enable effective working and maximise cooperation.  
Specifically we suggest meetings between the Managing Director and her 
team and the Labour Leader and Group and the Managing Director and 
Independent Leader and Group.  We don’t include comment about the 
Managing Director and the Mayor and Cabinet as these meetings are already 
in place and effective.  For these to occur and be effective all members 
should fully appreciate the statutory role of the Managing Director and her 
team to work across all political groups within a spirit of trust.  To ensure this 
occurs the political leaders at Mansfield District Council need to model these 
behaviours. 
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Journey of Improvement 
 

• Mansfield District Council has come a long way since ‘weak’ CPA in 
2003 as a result of strong political and managerial leadership 

 
17. Mansfield District Council has come a long way from the organisation that 

was labelled ‘weak’ under the Audit Commission’s Comprehensive 
Performance Assessment in 2003.  This has been due to the hard work and 
judgement of the strong political and managerial leadership which has led the 
council during this time. 

 

• Mansfield District Council is a good Council performing well 
 
18. Mansfield District Council is, in the opinion of the Corporate Peer Challenge 

Team, a good Council that is performing well.  Arrangements in place to lead 
and manage the council appear to be appropriate and effective. 

 

• Service delivery is effective and increasingly efficient 
 
19. From the information considered it is the Team’s judgement that broadly 

speaking, frontline service delivery at Mansfield District Council is effective.  
In addition, due to the cost saving initiatives enacted by the Council, service 
delivery is increasingly efficient. 
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Finance 

Strengths 

• Managed well and well planned 

• Sensible and thoughtful budget process 

• History of effective delivery of savings 

• Well supported by members 

Areas for consideration 

• Support efforts to have a fully costed Medium Term Financial Strategy 

• Transformation could be more ambitious 

• Consider your levels of reserves in the face of new risks 
 
 
20. The finances on Mansfield District Council appear to be in good hands.  They 

are well managed and well planned and build on a sensible and thoughtful 
budget process that carefully considers the demands of reducing income, the 
search for possible options and solutions, and sound implementation following 
appropriate consideration and decision-making. 

 
21. At a time of fiscal stress the Council has a history of effective delivery of 

savings over time, and are reasonably confident that this can be continued 
into the immediate future.  Due to this track record of successful outcomes the 
senior management approach to financial issues is well supported by elected 
members. 

 
22.  The Peer Challenge team suggest that the Council may wish to consider 

supporting efforts to have a fully costed Medium Term Financial Strategy 
(MTFS).  The current MTFS identifies the likely financial gaps over the 
forecast period, but the budget process is carried out on an annual basis.  
This results in an approach to savings that could be described as more 
‘salami slicing’ than they are truly transformational. 

 
23. With further, and in all likelihood greater savings requirements on the horizon 

the approach to identifying transformational approaches could be more 
ambitious and planned over the longer term.  When looking at issues such as 
shared services and outsourcing, where the council has already made some 
progress and where projects can run across years before net savings are 
realised. 

 
24. With potential new risks, such as the council bearing the cost of increases in 

council tax benefit caseload, and potential volatility around business rate 
income once the new national arrangements are in place, you may wish to 
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consider reviewing the levels of reserves that the council would consider to be 
prudent. 

 
 

Performance 

Strengths 

• Improved performance across the Council in most service areas, 
recognised in awards 

• Supported by well embedded approach to performance management 

• Maintaining performance whilst driving down costs 

Areas for consideration 

• Effectiveness of action plans 

• Benchmarking of performance could be more ambitious and outward 
looking 

 
25. Mansfield District Council can evidence improved performance across the 

Council in most service areas, and is to be commended in this achievement.  
As performance has improved so has the confidence of the Council to apply 
for and win national awards and recognition for its endeavours. 

 
26. The success of the council is well supported by an embedded approach to 

performance management which is part of the fabric of day-to-day business 
and is seen by staff as a useful tool which facilitates their roles effectively. 

 
27. It is important to recognise that staff have been maintaining this good service 

delivery performance whilst driving out cost across the organisation in a 
variety of different areas. 

 
28. A key driver of the ability to deliver services has been the escalation 

mechanism that the Council has put in place where performance has fallen 
below target, requiring action plans that are designed to recover performance 
to where it needs to be.  Nonetheless, the quality of the action plans that we 
saw could be improved, in particular to become more forward looking and 
predictive of when performance improvement would be seen, rather than 
simply when actions would be taken. 

 
29. The benchmarking of performance that the Peer Challenge Team saw was 

largely a comparison of year-on-year data within the Council.  A more 
ambitious approach would be to compare performance to statistical and family 
groups to identify areas where performance could be driven further. 
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Staff 

Strengths 

• Able, hard-working and committed 

• Proud to work for Mansfield 

• Investment in the staff is well received and rewarded 

• Recognise the future challenges 

Areas for consideration 

• Communication, visibility and recognition sometimes an issue 

• Frustration caused by political demands for allegiance 

• Balance between inclusive policy development and efficient use of officer 
time 

• Single Status needs resolving 
 
 
30. The Peer Challenge team seek to triangulate what we read, hear and see 

whilst on-site with a Council.  It is rewarding to note that all of the staff we 
meet at Mansfield expressed a clear commitment to their work, they were 
able and hard-working.  They are also proud to work for Mansfield, both the 
Council and the area, and see that their actions lead to improved outcomes 
for local people. 

 
31. The Council in turn is seen to be investing in its staff in terms of training and 

development opportunities.  This is well targeted and well received by staff 
and evidently a good investment given the Council’s increased performance. 

 
32. The staff display a mature and thoughtful response to the recent demands 

placed upon them, and also recognise the future challenges which lie ahead.  
There is an understanding that difficult choices have been made and will 
continue to need to be made to ensure that the Council is able to continue to 
deliver high quality services. 

 
33. There was a strong suggestion that communication with and visibility of senior 

officers could improve, and that recognition of the hard work necessary to 
achieve service delivery targets could be more consistent. 

 
34. Staff who are closer to the political dynamic of the Council sometimes 

experience a level of frustration because of expectations of allegiance.  This 
leaves them trapped between the political tensions which exist. 

 
35. It is recognised that due to the election in 2011, the council now has a 

majority opposition group which needs to be included as part of the policy 
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development process.  The Council is still adapting to the need to strike the 
most appropriate balance between inclusive policy development, robust 
political challenge and the efficient use of officer time. 

 
36. Whilst staff recognise that they are bound to serve all politicians and political 

parties, some further work with both politicians and middle and senior officers 
about how to manage this dynamic to deliver the best impact for the Council 
would be worth the investment. 

 
37. Lastly, the Single Status issue has been live since 2003 and is a further cause 

of uncertainty at a time when staff are dealing with significant change.  This 
issue needs resolving as quickly as is practicable. 

 
 

Relationships with partners 

Strengths 

• “Stepped up to the plate” 

• “Strong support for partnership working”, “Brave” 

• “Mansfield playing its role” 

• “We get a good feeling” 

• “Willingness to engage” 

• “Councillors individually clear about what needed to be done” 

Areas for consideration 

• “The schism gums things up a bit” 

• “Slowed partnership working down” 

• “We would be more adventurous, nimble and creative” 

• “Need to communicate cohesiveness so partners don’t need to tread on 
eggshells” 

 
 
38. When giving feedback here the Team believe that it is useful to include what 

was actually said to convey the view of partners clearly. 
 
39. As the comments above demonstrate, partners are typically positive when 

describing their relationships and working with Mansfield District Council.  
They understand the purpose and objectives of their engagement and are 
well supported in contributing to their achievement.  When meeting 
individually with elected members they find them positive, engaging and 
committed to the improvement of Mansfield. 
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40. The area of concern they raise was concerning the schism that exists in the 
political relationships within the Council and how this is seen to slow down 
decision-making and cause a level of anxiety for partners.  It leaves them less 
sure about the Council and direction it is taking, and we were left with a strong 
sense of how much more successful the Council would be were these 
relationships managed more effectively. 

 
41. It seems apparent from this that the increased political competition on the 

Council has begun to spill out to partners.  Given the agreement on priorities 
and the budget, this seems unnecessary and not in the best interests of 
Mansfield and its citizens. 

 
 

Well set for the future 

• Unanimously agreed budget and priorities showing improving relationships 

• Select Commissions becoming effective 

• Financially sound 

• Positive focus on regeneration 

• Embedded and effective processes that work 

• However, there is a history of difficult relationships which continue to carry 
risks 

 
42. Mansfield District Council is well set for the future and it is important to note 

the major successes which are in place to take it there.  The budget and 
corporate priorities were unanimously agreed by Council.  This demonstrates 
that there are improving working relationships and that it is possible for the 
two Groups to work together effectively for the benefit of local people. 

 
43. The system of Select Commissions are also becoming more effective.  The 

Managing Director and her team of Corporate Directors each manage one of 
the Commissions to ensure that senior commitment to the process is visible 
and that they run as efficiently and effectively as possible.  This system is 
delivering a level of agreement on the scrutiny of policy and could move to 
also do this for policy creation and performance management. 

 
44. As we have already reflected, from our work with you we are confident 

enough to say that Mansfield District Council is financially sound.  This is 
important in these stringent times. 

 
45. There is agreement that regeneration is a priority for the Council although we 

recognise there are differences of opinion in relation to the order in which 
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schemes might be progressed.  This is a legitimate difference of opinion for 
Members to hold. 

 
46. Having been specifically requested to examine the difficult political 

relationships which emerged from the outcome of the 2011 elections, we 
cannot fail to comment on the need to improve relationships and trust through 
both formal and informal mechanisms.  The feelings in the aftermath of the 
elections and the resultant behaviours need to be better managed to ensure 
the organisation moves forward effectively and is best placed to achieve its 
agreed objectives. 

 
 

Changed political landscape 
 

• 2011 Elections; both won and both lost 

• This is a complex situation and the Council has struggled to come to terms 
with it 

� Mayor is facing an opposition council 

� Labour majority does not have executive power 

� Groups and Members do not fully appreciate or understand the 
statutory duty of the MD to support all members 

 
 
47. In the 2011 Elections it is fair to state both Groups won and simultaneously 

both Groups lost.  The Independent Mayor was returned for a third term, but 
does not have a majority on Council; and the Labour Group won the majority 
of the seats, but is not in power. 

 
48. This is a complex situation and the Council has struggled to come to terms 

with it.  For the first time in some considerable time the Mayor is now facing 
an opposition Council; whilst the Labour majority does not have Executive 
power.  In the experience of the Peer Challenge Team this is a rare if not an 
entirely unique situation. 

 
49. This atypical position is compounded by the high proportion of new councillors 

returned in the 2011 election.  This has created a lack of awareness from 
some Groups and also individual Members who do not fully appreciate or 
understand the statutory duty of the Managing Director and her officers to 
support all members. 

 
50. Her long term and, it must be said, effective working relationship with the 

Mayor can be seen by some as ‘taking sides’, when the simple truth is that 
the Mayor knows how to work with the Managing Director.  Newer members 
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have yet to build such an effective relationship and to take full advantage of 
the systems and processes that are available to support them. 

 
 

Implications and risks 
 

• Adversarial politics is common and exists in most places but elsewhere 
mechanisms are in place to deal with them 

• Without effective mechanisms: 

� Damage to Council and District reputation 

� Inefficient use of staff resource 

� Partner and investor confidence undermined 

� Staff and Councillor disaffection 

• Threatens delivery of agreed objectives for Mansfield and its people. 
 
 
51. There were a number of examples cited of members actively disagreeing with 

each other, with the implicit suggestion that this should not be taking place.  
Whilst we heard examples of some inappropriate verbal behaviour, in our 
view the examples given did not amount to anything more than the cut and 
thrust of normal adversarial political debate.  The fact this has been a source 
of concern simply underlines the greater political competition which exists 
within the Council since May 2011. 

 
52. It is the case that adversarial politics exists in most Councils, but elsewhere 

mechanisms are in place to deal with them as this is often part of the normal 
business of a political organisation.  However, it seems that this has not been 
the case at Mansfield in recent years and so such mechanisms do not exist or 
are not used well.  However all interviewees thought the situation had 
improved since the early post-election period.  Again, this is not an unusual 
dynamic where political competition exists. 

 
53. Without effective mechanisms in place the Council may be exposed to a 

number of risks.  Unless more mechanisms are put in place there is the risk 
that the levels of trust which are required for the good governance of the 
Council will fail to materialise and the improvements which all members feel 
since the immediate post election period will not be built upon.  This creates 
the potential for damage to the reputation of the Council and the District. 

 
54. As a consequence staff will feel pulled between these competing forces, 

causing an inefficient use of staff resources, and in the long run may well 
cause recruitment and retention issues.  With mixed messages coming from 
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the Council, partner and investor confidence can be undermined.  Many 
councillors do not want to be part of such antics, and those councillors who 
are disaffected may not wish to stand again.  Therefore, these risks if not 
managed and mitigated may well threaten delivery of the Council’s agreed 
objectives for Mansfield and its people and so, we suggest, need to be 
addressed. 

 
 

Formal mechanisms 
 

• Use your existing formal mechanisms more 

• Consider developing further mechanisms: 

� Consider the practical implications for members of single member 
wards – particularly for working members 

� Both the Council and Groups consider the induction process for 
new members 

� Admin and technology support to members 

� Make better use of learning and development opportunities 

� Develop protocols as needed 
 
 
55. There are a number of formal mechanisms in place to ensure all politicians 

are informed of developments and can discuss and expand their 
understanding.  These include Select Commissions as the Council’s local 
approach to scrutiny, Group Leader meetings, and opportunities for members 
to engage with the senior management team on emerging policy and 
performance issues.  Whilst these mechanisms exist, they could undoubtedly 
be better utilised. 

 
56. In addition, the Council should consider developing further mechanisms to 

address the issues now present in the political sphere.  The Council has 
recently introduced single member wards and whilst the democratic rationale 
for this is understood, the practical implications for members of single 
member wards, particularly for working members, have not been fully thought 
through and appreciated. 

 
57. Working members are not appropriately supported in their role as ward 

councillors.  Without improvements in this sphere Council risks ensuring that it 
is impossible for working people or people with young families to become 
effective members, or to contemplate standing for election to the Council.  
This would impact upon the representative nature of the Council and its ability 
to reflect the demographic make up of its residents. 
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58. Both the Council and Groups should re-consider the effectiveness of induction 

process for new members.  Induction is the formal route through which 
members learn their responsibilities and what to expect and what is expected 
of them.  It also furnishes them with key information on procedures and 
structures, enabling them to operate effectively and successfully in the council 
system.  Some comments suggest this work could be improved. 

 
59. Further technology and administration support to members should be 

considered, such as access to Laptops/PC Tablets, and secretarial support to 
members to help them run their single member wards. 

 
60. Whilst member development is offered, scheduled and delivered, attendance 

is not strong and could be improved.  Undertaking a needs analysis, being 
thoughtful about appropriate timing and location, and engagement with Group 
Leaders to increase take-up would all be positive steps forward, as would a 
fuller understanding of the impact of these learning and development 
opportunities. 

 
61. An important formal mechanism given the need to build positive and trusting 

relationships would be the existence of formal protocols between the 
Managing Director (and other senior staff) and members.  Both the Majority 
Labour Group Leader and the Leader of the Independent Group need full 
assurance that all such conversations are private and confidential, so allowing 
them to seek to develop policy positions which may be in opposition to the 
Mayor with confidence.  The Managing Director and her team also need to be 
given the space to work with all political groups when requested to do so.  
The issue is already covered in the Council’s constitution, but there is a need, 
in our view, to revisit the words and bring them alive in their full meaning with 
politicians who may not be fully conversant with the words or their full 
implications. 

 
 

Informal mechanisms 
 

• These are not fully developed and used as well as they might have been 

• Develop informal mechanisms to build trust in relationships to enable 
effective working 

• Maximise cooperation to deliver on your agreed priorities 

� MD/Directors and Labour Leader/Group 

� MD/Directors and Independent Leader/Group 

• Political leaders need to model these behaviours 
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62. Since the 2011 Election the informal mechanisms have not been fully utilised 

by all sides to develop full engagement and resolve issues within the political 
dynamic.  Therefore we recommend that you seek to develop these informal 
mechanisms as a matter of urgency in order to build trust in relationships to 
enable more effective working.  If confidential conversations cannot take 
place, then all anxieties will be played out in full sight of other members, staff, 
partners and the public.  Successful informal mechanisms can act as vent for 
such issues to be aired and resolved, allowing the Council to get on with the 
real business of serving the people of Mansfield. 

 
63. As you seek to maximise this cooperation to deliver on your agreed priorities 

and reduce the perceived political schism that exists in the Council, the 
specific areas we suggest are scheduled and informal meetings between the 
Managing Director and her Senior Team and the Labour Leader and Group 
and also between the Managing Director and the Independent Leader and 
Group.  We have not mentioned the Mayor here for the simple reason that 
such meetings already exist and are fully effective.  However, we reiterate the 
need for the Mayor to understand that the Senior Management Team must 
have the freedom and space to work all political parties when requested to do 
so. 

 
64. It is clear that since the immediate post-election period, the Council has 

developed ways of working which have begun to address the new political 
climate.  However, in our view there is a danger that too much energy is being 
spent on trying to change the past, rather than developing mechanisms to 
deal with the situation as it is.  For the Council to successfully address the 
present issues and move past the complexity and dissatisfaction of the recent 
election results and subsequent decisions, all political leaders on all sides 
need to lead the way by modelling these more effective behaviours publicly. 

 
 

Next Steps 
 

• Reflect on our comments and recommendations 

• Consider what you do differently 

• Consider communication of the key messages and to publish the final 
report 

 
 
65. In order to take this work forward we recommend you reflect on the comments 

and recommendations made both in the presentation and report, as well as 
the dialogue we have had and are willing to continue to have, with you. 
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66. As a result of your considerations you may wish to think about what it is that 
can be done differently at Mansfield to avoid the risks we have outlined.  If 
you continue to do the same things in the same way, you cannot expect a 
different outcome.  There is an opportunity for all to develop and mature the 
way they and the Council works, but this will only take place if individuals 
choose to take up the challenge. 

 
67. The Local Government Association recommends that you publish this report 

in the spirit of transparency.  There are positive messages for members, staff 
and the wider community of Mansfield that are a testament to the hard work 
and dedication of all those involved. 

 
 
The Peer Challenge Team would like to thank you and all your colleagues for 
inviting the corporate peer challenge and to everyone involved for their 
participation.  If you require further information please do get in touch with me, 
my details are below. 
 
Yours sincerely 
 
 
 
 
Marcus Coulson 
Programme Manager 
Local Government Association 
Tel: 07766 252 853 
Email: marcus.coulson@local.gov.uk 
www.local.gov.uk/peer-challenges 
 




