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Management  Competency  Framework   Individual Focus   External Focus  

Team Focus  

  Is strategically focused     Communicates     Manages the job     Provides leadership  

  Develops talent     Manages diversity in practice     Manages change     Manages performance     Manages within team s  

  Collaborates & works with partners     Engages with the community & other  stakeholders     Delivers customer focused services     Is politically sensitive  
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1. Introduction:

The purpose of any Management Development Strategy is to enable managers to manage in a way that they and others perceive as effective. An effective manager is also a leader of a team, someone with a shared vision, who inspires and motivates others ultimately to provide an excellent service to clients and stakeholders.

The aim of the LRIP strategy is to provide a management development framework for staff across Leicestershire and Rutland local authorities. Part of this strategy is to develop managers using a Competency Framework that has been developed through the LRIP.

2. The strategy is intended to: 

Support the: 

· Delivery of excellent services and improvement in local quality of life

· Efficient use of resources

· Recruitment and retention of staff 

· Complement individual, council’s policies and procedures, including equal opportunities and diversity policies

· Demonstrate commitment to leadership and management development by providing a supportive framework and appropriate resources

· Complement county wide work on member development

· The emphasis on management competencies as underpinning leadership and management development.

3. Successful delivery of the strategy will lead to:

· Increasing numbers of qualified and effective managers

· Managers who are equipped to succeed

· A sustainable management development programme 

4. The strategy is based on:

· Agreed and relevant management competencies 

· Effective training needs assessment

· High quality and appropriate training and development activities

· Effective recruitment practice

· Effective management policies and procedures

· Use of E methods where appropriate 

· Involving individual managers in planning, monitoring and evaluating their leadership and management development 

5. Management Competencies

These form the core of the management development strategy. Appendix one sets out the LRIP Management Competency framework. The following diagram shows the competencies and the focus of each competency.


These competencies are consistent across all levels of managers but may vary in emphasis and degree dependent on roles, authority and function

6. Baseline

The baseline report captures where partners were starting from back in 2005 when LRIP was formed

Because of capacity issues the information was limited in some areas but is does highlight the following:

· Very limited use has been made of management competencies historically by any of the District Council partner 

· Some of the partner authorities have used competency based recruitment and selection but only for senior management posts and only where supported by external consultants/advisors

· Some partners are starting to use web-based recruitment methods

· No formal mentoring programmes are used to support staff development 

· All District Council partners have some form of (usually annual) systematic approach to determine training and development needs but not linked to competencies

· Management development activity has been going on in some partner authorities but in an adhoc way in most cases

This Baseline report has influenced the LRIP Management Development Strategy. A follow up exercise will be done at the end of 2006/7 to capture the current position and help evaluate the work of the LRIP

The Baseline report shows that there are approximately 32 CE/Directors, 135 Heads of Service and more than 60 Service Managers working across the partnership. 

The definition of titles and roles obviously varies between councils but the existence of LRIP and the focus on management development will help all of these managerial leaders develop skills to improve public services across Leicestershire and Rutland 

7. Responsibilities 

This strategy has been developed through Leach partner to consider and adopt within their own organisation

Responsibilities are on several levels and can be set out as follows:

Individual managers – responsible for shaping their own learning and development and utilising the opportunities, tools and techniques available through their employers and LRIP

Partner councils – responsible for overall HR  policies  and practices including management development 
LRIP Management Development Strand - responsible for developing best practice on behalf of the partner authorities and procuring/supporting practical programmes of activity

LRIP Board- responsible for steering the overall work of the improvement partnership 

8. Resources

The money to develop and pump prime activities to deliver the LRIP Management Development Strategy are being drawn from the ODPM Capacity funding provided to LRIP.

Staff resources to develop this management development  strategy and the programme needed to  deliver it have been provided through the partner authorities releasing staff to work as part of the management development strand 

LRIP is mindful of the need to ensure sustainability.  Work across the partnership will ensure that best value is secured through economies of scale and joint procurement of programmes as well as though the sharing of expertise across the partnership
9. Performance Indicators

In order to evaluate whether or not managers are being effective, and becoming more effective through development, we will need to have some performance indicators. The problem with performance indicators is that they then become ends in themselves. They, too, need to be subject to ongoing evaluation. If managers strive to achieve a good score against a set of performance indicators, we may lose the wider “big picture” perspective. 
10. Development Options
The LRIP Management Development Programme will provide an opportunity for managers to develop on a formal development programme. Throughout Leicestershire a number of programmes are being run that provide excellent opportunities for development, use baseline information. These will include appropriate use of the national programmes Less formal opportunities for development will be made available either corporately or at the point of service delivery.  This will enable managers to develop within the organisation in line with needs identified through a TNA and appraisal.  These may include:

· Coaching/Mentoring

· Action Learning Sets

· Projects

· Secondments

· In house programmes

11. Priorities for Action

1. Adopt agreed management competencies

2. Establish TNA and management development programme planning methodology

3. Establish pilot/first wave management development  programme 

4. Agree approach to competency based job descriptions

5. Establish academic partnership for delivery of programmes and accreditation

6. Establish mentoring network
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