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From little acorns,  
oak trees grow!
The Leicestershire and Rutland Improvement Partnership (LRIP) formed 
as a result of a number of common issues being identi�ed as needing 
improvement across the partners.  These were derived from the results of 
the Comprehensive Performance Assessment in 2004. 

The Councils decided to get together to tackle the problems and 
develop a vision for working together. As a result themed sub groups 
(known as Strands) were developed to plan and carryout the necessary 
improvements. A panel of senior of�cers formed an LRIP Board to 
oversee the proposals and developments of each individual strand.

The partners of the Leicestershire and Rutland  
Improvement Partnership (LRIP) are: 
l Blaby District Council
l Charnwood Borough Council
l Harborough District Council
l Hinckley & Bosworth Borough Council
l Melton Borough Council
l North West Leicestershire District Council
l Oadby & Wigston Borough Council
l Leicester City Council
l Leicestershire County Council
l Rutland County Council

The overall aim of the LRIP is to improve performance  
on cross-cutting issues across all the authorities.  

The strands are:
l Performance Management 
l Management Development
l Member Development
l Communications
l Learning



Introduction 

In 2005 we carried out some research with all 
the partner authorities and a baseline report was 
produced in March 2006.  The report captured 
the starting point of the authorities at that 
time and it in�uenced the LRIP Management 
Development Strategy.  

The primary role of the management 
development strand was to develop best practice on behalf of the partner 
authorities and buy and support sustainable, practical management 
development programmes.   We were mindful of the need to work across 
the partnership to secure best value from economies of scale and joint 
procurement of programmes as well as sharing expertise.

Through the work of the management development strand, the LRIP�s aim 
was to improve the skills and competencies of all managers across the 
partner councils so that managers were betters supported and better able to 
deliver quality services.

Underpinning the work was a set of management competencies developed 
from best practice nationally but made relevant to the partners needs.  The 
competency framework is hosted by the Jobsgopublic skills portal in the 
form of an on-line skills assessment.

A pilot group of managers came together to test out the competencies and 
feed into the speci�cation for the management development programmes.  

The �rst group of managers undertook the management development 
programme provided by Aspire at Loughborough College, who are the 
providers of the programmes, between February and October 2007.  Two 
more groups of managers are currently undertaking the programme with the 
�nal group of managers to start in May 2008.

In the following pages we have outlined the evaluation processes we have 
undertaken and the feedback and bene�ts from the managers involved in 
the �rst programme.

Sandra Whiles 
Chief Executive, Blaby District Council



Evaluation Processes and Methods
Prior to attending the programme the managers completed an on-line 
assessment against the LRIP Management Competency Framework on the 
JGP skills portal.

On the programme induction day the managers completed a behavioural 
assessment (attached) led by Aspire.  The aim was to rate their behavioural 
ability against 18 different areas before and after the programme.

At the end of each module the managers� feedback was captured (sample 
form attached) and inputted onto the skills portal so progress could be 
tracked not only for that cohort of managers but across future cohorts.

Half way through the programme the managers completed a questionnaire 
and took part in a focus group.

At the end of the programme the questionnaire and focus group activity 
was repeated and the managers re-assessed themselves against the 
competency framework.  

Bene�ts and Impact 
Skills Portal Competency Assessment



14 managers completed the �rst programme and to date 86% of people 
have re-assessed their skills against the competency framework following 
their attendance on the pgoramme.

Overall across the 13 categories of the LRIP management development 
competency framework, the majority of people have shown skills 
improvement.

Speci�cally, the greatest number of managers with the most signi�cant 
skill improvement areas are as follows; Developing Talent (78%), Providing 
Leadership (71%), Managing Change (64%), Communications (64%), 
Managing within Teams (64%), Delivering Customer Focused Services 
(64%).

Questionnaires and Focus Groups
All managers said the programme had been very bene�cial and extremely 
useful.  Speci�c quotes are as follows;

�The programme has been extremely useful for me as a relatively new 
manager.  The lecture elements and practical solutions have strengthened 
my knowledge and skills�.

�Motivational aspects of the programme have in�uenced my workplace 
learning. I have improved in the way I communicate, negotiate and in�uence 
others�.

�I will take personal responsibility to change how I act and the way in which I 
motivate my team�.

�One of the highlights of the programme has been the opportunity to 
network and share ideas with people across the region�this has been more 
bene�cial than an in-house course�. This quote has been echoed on many 
occasions across all the groups.

Behavioural Assessment (Aspire)
Prior to undertaking the programme, managers rated their behavioural ability 
across 18 different areas (form and graph attached) and on average the 
group rated their own behavioural ability change and perceptions 37% better 
following the programme.  The most signi�cant areas highlighted included 
being aware of what behaviour modi�cation an individual needs to do and 
knowing how to do it.  



Impact from the Modules
Many of the managers described how the motivational aspects of the 
programme had in�uenced the way in which they approached their work and 
the work of their team.

Some speci�c examples relating to the bene�ts and impact of the 
programme modules are below:

Communications
�I have used the excellent guidance in terms of practical tips and techniques 
learnt at the communications module to effectively deal with a member of my 
team displaying dif�cult behaviour�.

Strategic Thinking and Planning
�Following the good guidance we received, I have used some of the 
practical tools we discussed in this module�.I have conducted some of the 
exercises�.in our approach to service planning in my authority�.

Community, Partnerships and Shared Services
�The community , partnerships and shared service module allowed me to 
re�ect on work I�ve done in the past to establish what didn�t go so well�.
I have now the understanding and the tools I can use to understand the 
process and help me focus on the right issues when working in partnership�.

Planning Change
�I have learnt several valuable techniques that I am using the workplace, e.g. 
steep analysis and the 3 stage model to help in this area�.

Implementing Change
Most people cited how useful the practical tools are in in�uencing change 
with one comment �The module allowed me to work through some issues in 
my current workload and I have come away with some potential solutions that 
I hadn�t previously been able to identify�.

Transformational Leadership
All managers felt this module had changed the way and the extent to 
which they involved, engaged and motivated their teams which in turn had 
improved morale and productivity of work.  One manager commented �This 
provided me with clear steps for my personal development goal to transition 
from manager to leader�.



Signi�cant Achievements
l 	From an academic perspective all managers passed the ILM 5 

Introductory Diploma in Management!

l 	Managers undertook a work based assignment as part of the 
accredited aspect of the programme.  Some examples of the topics 
covered by the assignments are as follows:

l 	Leading change through the introduction and implementation of 
Licensing Enforcement Inspections 

l 	Children & Young People�s Services Performance Monitoring 
Framework 

l 	Re-organisation of staf�ng to improve the productivity and pro�tability 
of the in-house cafØ. 

l 	Effective Retention of professional staff

Summary
It is evident from both the 
quantitative and qualitative 
information that we have 
gathered so far, and from our 
ongoing evaluation activities 
with the subsequent groups, 
that there have been important 
bene�ts for the managers 
and authorities learning and 
sharing knowledge, skills and 
experience together to improve 
their performance.




