L&M Development Services that may be offered to SSCs and Partners


This note is produced by the SkillsActive All-sector L&M Programme core team and is in two parts. 

Part 1 gives the strategic background:

· What are we doing and why are we doing it?  

· Has it worked and what is the impact of programme to date? 

· What happens if the network stops the programme?

Part 2 investigates the benefits to individual SSCs of continuing the programme:

· How can SSCs act in concert and with key stakeholders to influence national and regional L&M policies and leverage resources?

· How can SSCs maximise their return on investment by engaging more effectively with Employers on L&M issues?

· How do SSCs and the network ensure that the NOS for L&M remain world class, and are based on up to date LMI?

· How can SSCs identify and offer the right L&M solu​tions to Employers based on their actual needs?

· How can SSCs best communicate with each other and key stakeholders on L&M?

· How can SSCs gain more influence over Higher Education resources?

· How can the Alliance bring a coherent picture to L&M development across the emerging NSAs?

Part 1
Leadership and Management (L&M) is fundamental to organisational success. Importantly, it isn’t just another skill. Developing high performance managers is crucial to unlocking the skills and potential of everyone in an organisation. By doing this, organisations can achieve dramatic improvements in performance.

The L&M programme has demonstrated the increasing capacity of the network to make corporate decisions on priority areas that affect all SSCs. The consequences of now stopping this work need to be carefully considered. 
1.  What we are doing and why are we doing it?

The Programme is built around key strategic work that only SSCs have responsibility for, notably:

· The analysis of skill needs through SSAs, where L&M has emerged as a key development area for most sectors.

· National Occupational Standards for L&M.

· Moving forward the development of Sector Qualification Reform through the SQS.

The latter two are carried out by our expert partner, the Management Standards Centre (MSC). MSC fulfil these functions on behalf of the network, effectively as an SSC. This established relationship has created a partnership between the network and the Chartered Management Institute which avoids conflicts of interest in delivery.

The programme allows the network to be proactive and is built around:

· A lead SSC charged with facilitating network involvement, collaboration and engagement

· SSC Champions – with each SSC identifying a named resource for its L&M issues

· A Forum of SSCs

· An expert support team

· Fit for purpose, world class National Occupational Standards 

The Leitch Report identified L&M as crucial to the future of the UK economy. It identified the current L&M Advisory Panel and the L&M Steering Group as key advisors to the new Commission.

The programme has: 

· Supported the Leitch recommendations on L&M development

· Provided leadership in those aspects of L&M that are common to all sectors and thus

· Reduced costs to individual SSCs 

· Delivered a coherent network voice on L&M matters 

· Researched solutions to business issues. (The SSCs have chosen to focus on a small number that are now being rolled out. These are the basis for funded programmes in the Regions such as the South East ESF work.)

· Allowed the SSCs to be seen in the Regions and Nations as having the capacity and capability to deliver employers and solutions!
All this has been achieved by:

· Avoiding SSCs ‘reinventing wheels’

· Delivering L&M expertise, guidance and practical solutions that can be used by every SSC

· Providing regional and national availability of agreed primary solutions with associated funding 

· Identifying and capitalising on key L&M development resources from partners and stakeholders

· Uncovering funding from partners and stakeholders that may be used to support  SSC programmes

· Providing practical support for SSC staff as they work with their employers to address skills shortages

Support has been forthcoming from the network CEOs; UK-wide Government Departments, the Regions and other key stakeholders have consistently provided positive feedback.

2.  Has it worked? Impact of programme to date

Since developing the strategy
 the programme has had a significant impact in:

· Gaining high level visibility and Political influence
 in L&M with Partners and Stakeholders by acting as a coherent network

· Gaining high level visibility and influence across the UK by punching above our weight in the Countries and Regions

· Taking advantage of the Leitch review to increase access to funding and resources

· Holding regular L&M Forums where SSCs may exchange ideas, discover best practice and save resources by not re-inventing wheels

· Delivering practical L&M solutions for employers that are rooted in employer needs
 

All of these are supported by a popular web resource aimed at SSC staff and partners. The site receives over 500 individual visitors per week

What happens if the network stops the programme?

There will be:

· Little coherent work driven by the products of SSCs – the SSAs, NOS, SQS.

· No representation within the revised L&M arrangements for the Commission. (The network will lose the opportunity to speak with one voice; there will be little coherent influence on the emerging UK-wide strategy on L&M development.)

· Much less influence on the deployment of the forthcoming £30M per annum on L&M development via Train to Gain.

· Much reduced influence in promoting L&M-based employer needs to the Regions and Countries. This will amplify the negative effect of the reduction of SSDA Regional resources.

· The removal of a popular and much used web resource.

· Loss of a centre of expertise on L&M solutions, guidance and deployment.
There is still work to be done!

· Representing the network at the UK-wide L&M Advisory Panel and L&M Steering group.

· Promoting Inspirational Leadership, Action Learning and Management Direct.

· Providing guidance on identifying and deploying new solutions.

· Promoting employer-need based L&M development to the Regions and Nations

· Promoting, deploying, and revising the National Occupational Standards for L&M.
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4.  Funding

In the current financial year this programmes, excluding the NOS and SQS work, has commanded a resource of £321K, or £12.8K per SSC.

The funding for the work of the MSC has largely come from the NOS budget.

5.  Conclusion

We would recommend:

Investment in L&M is preserved within any transition arrangements with money being ring fenced to continue the current delivery mechanism. This to be reviewed when TASSC has a proven decision making process, the relationship to the Commission is established and the priorities are reviewed. 

The work of the MSC be funded through grant in aid
Part 2
	
	L&M Issues for 
SSCs and Partners
	Description
	Impact of not 
addressing the issue
	Service Offered 
by the programme
	Benefit

	1. 
	How can SSCs act in concert with key stakeholders to influence national and regional L&M policies and leverage resources?
	The UK L&M Advisory Panel and the UK L&M Steering Group are charged with setting a UK L&M strategy. It’s crucial for SSCs to have a strong voice at these meetings as more funding streams become available. 
With 12 unique countries and regions all funding L&M provision in different ways, SSCs would like to understand and leverage these resources for the benefit of Employers.
	The voice of the Employer may get lost if not represented consistently and vigorously.

Supplier-led provision that does not meet the needs of Employers is likely to continue.

The cost of every SSC individually researching L&M funding in all 12 geographic areas is high. As a result many valuable programmes are not known about and not utilised.
	· Continue to attend all National forums and promote the needs of the Employer.

· Share all relevant material and decisions with SSCs with speed and clarity. 
· Continue to develop a database of all known funding programmes that may be leveraged for Employers.

· Regularly alert SSC contacts on emerging programmes using bi-weekly updates and the L&M website.
	The Employer voice will continue to be heard at the national level to ensure an Employer focused strategy continues to emerge and be delivered.

SSCs’ ability to respond to Employer need will be greatly enhanced in terms of:

· Credibility – we know what’s available

· Funding – we know where the money is.

	2. 
	How can SSCs maximise their return on investment by engaging more effectively with Employers on L&M issues?

	With limited resources, employer facing staff in SSCs have to be multi-skilled. So it’s unreasonable to expect them to be instant experts on L&M issues and solutions.
	Employers who ‘know that they don’t know’ and are seeking L&M help will not be impressed by the wisdom of front line SSC staff.

Employers who ‘don’t know that they don’t know’ will never be reached.

The overall credibility of the SSC will be compromised.
	· Continue to develop and improve easy-to-understand and relevant L&M briefing and training material for SSC staff that provides a simple guide for the ‘Employer Journey’ to L&M development.

· Promote what diagnostics are available, the best suppliers, good practice guides etc.

· Make all of this information available on an easy-to-access website and in person to SSC L&M Champions.
	When facing the ‘moment of truth’ with employers, SSC staff will:

· Have a rich source of material, 

· Feel more confident and 

· Appear more credible.

In short, the SSC is able to offer a more professional and effective engagement in a crucial SSA area.

	3. 
	How do SSCs and the network ensure that the NOS for L&M remain world class, and are based on up to date LMI?
	For the last 5 years the NOS have been ‘owned’ and developed by MSC with funding from the SSDA. In most cases this has been channelled through SkillsActive to ensure the MSC deliverables match employer need.
	A crucial and high profile national resource would be cast adrift without funding. Ultimately it would cease to reflect up to date employer needs.
	· Each SSC to be part of the Champions Network
· Each SSC to be able to influence the composition and review of the NOS

· Each SSC to influence the development of high level qualification strategies
	Employers have a clear picture of their SSC and what it can do for them. 

As a result they welcome engagement on L&M skills development and trust their SSC as a source of dispassionate advice and guidance.

	4. 
	How can SSCs identify and offer the right L&M solu​tions to Employers based on their actual needs?
	For those L&M issues that are particular to a sector, SSCs will wish to identify their own solu​tions.

For generic issues (such as choosing and training first line managers) there’s an opportu​nity to reduce costs, capitalise on best practice and speed solu​tions to market through a shared programme.
	The cost of every SSC independently researching and developing unique solutions for generic areas of L&M is prohibitive and wasteful of public money. 

	· Continue to identify and promote high quality solutions and providers.

· Build on the popular solutions already identified.

· Provide best practice guides to identifying the right trainee and the right solutions.

· Ensure solutions are rooted in the NOS.
	SSC focus will be on addressing the key business issues and ensuring a return on investment for the Employer.

SSC staff will know which solutions are preferred; this will be supported by evidence and easy-to-read documentation.



	5. 
	How can SSCs communicate with each other and key stakeholders on L&M?
	People are people. The skill of getting work done through others (i.e. management) has great commonality across sectors. 

The issues identified and solutions developed have very wide applicability.
	Every SSC gets to make its own mistakes, little is learned, expenses are high, solutions are sub-optimised and slow coming to market.
	· Continue to support the much used L&M website repository.

· Bi-weekly updates on innovations, deliveries, opportunities, programmes and postings. 

· Understand and disseminate the research base – what works, what doesn’t.

· Provide easy to understand collateral describing the entire Employer journey.
	SSC staff who have a focus on L&M have an up to date reference point to turn to. 

It provides state-of-the-art material on the subject, the network, partners, suppliers and stakeholders.

	6. 
	How can SSCs gain more influence over Higher Education resources?
	Universities pose a particular set of opportunities and problems for SSCs:

· Their funding is often ‘generous’ when compared with other sources.

· They are highly independent.

· Their natural market isn’t the smallest companies.

· They are ‘qualification focused’.
	A lost opportunity to tap into substantial resources and extend our collaborative footprint for the benefit of Employers.
	· Continue to engage with HE representatives at National and Regional forums.

· Offer an informal ‘clearinghouse’ of HE L&M issues for SSCs to facilitate their cooperation.
	SSCs have a ready source of ‘what’s happening in L&M in HE’ that they can tap into.

Employers see SSCs as a source of dispassionate advice and guidance across the full spectrum of suppliers.

	7. 
	How can the Alliance bring a coherent picture to L&M development across the emerging NSAs
?
	Based on SSA findings, L&M is a key issue in most sectors. It is likely to figure strongly in all NSA offers.
	Every NSA develops its own L&M offer independently at high overall cost to them and to the Alliance.
	· Ensure that every NSA is aware of the substantial work on L&M already in place.

· Offer an informal ‘clearinghouse’ of L&M issues for NSAs to facilitate their cooperation.
	NSAs continue to build their own offers that are tuned to the needs of their employers; but do so in the knowledge of what is already available, what works, what doesn’t.


� �HYPERLINK "http://www.sfbn-mandl.org.uk/files/strategy/RevisedStrategyNov07.pdf"�http://www.sfbn-mandl.org.uk/files/strategy/RevisedStrategyNov07.pdf� 


� Membership of the UK Ministerial L&M Advisory Panel and the UK L&M Steering Group


� �HYPERLINK "http://www.sfbn-mandl.org.uk/files/regions/Regional_dbase_latest.pdf"�http://www.sfbn-mandl.org.uk/files/regions/Regional_dbase_latest.pdf� for a complete review


� For example, we are in active discussion with LSC on deploying the £30M Train to Gain L&M programme


� As identified in Sector Skills Agreements and based on the National Occupational Standards


� �HYPERLINK "http://www.sfbn-mandl.org.uk"�www.sfbn-mandl.org.uk� 


� National Skills Academies
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