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Leadership and Management Specialist Advice.

Specification of Requirement 
This specification details the Leadership and Management Specialist Advisory Service.  This procurement exercise will not purchase leadership and management skills solutions but will procure the following components described in more detail on the following pages:
· Leadership and management skills diagnostic;

· Co-creation of a Personal Development Plan (PDP);

· Identification of suitable learning opportunities to support the PDP;

· Follow up activity;

· Payment processes and data collection;

· Business activities required to support the above.
Background
1 The Leadership and Management Programme, for managing directors of businesses with between 20 and 250 employees has been delivered regionally since 2004.  The 2006 White Paper target of 17,000 SMEs supported by the programme was achieved in October 2006, 6 months ahead of schedule.

2 The Evaluation reported positive business impacts as investment in leadership and management development increased, these are summarised as follows:

a 73% of businesses increased their investment in training following participation on the programme;

b Over half the participants indicated that their involvement in the programme had influenced, or was likely to influence improved productivity (69%), profitability (59%) and sales (52%);

c 85% of businesses engaged in the programme were prepared to contribute additional monies to fund skills solutions.

3 Areas of leadership and management needs identified within businesses were described in the evaluation as follows:

a Working with people (57%);

b Providing direction (55%);

c Achieving results (19%);

d Using resources (16%);

e Managing self and personal skills (12%);

f Facilitating change (2%).

4 The way in which these skills needs were addressed were dependent upon the individual business and a range of solutions were delivered including:

a Formal course leading to a qualification;

b Mentoring/coaching;

c One off training session;

d Email support;

e Formal course not leading to a qualification;

f Telephone support;

g Ongoing private tuition.

5 The ambition of the Leitch Review of Skills strongly supports Leadership and Management development as a means for achieving effective investment and deployment of skills within the workforce.  The report galvanises the Leadership and Management Advisory Panel recommendation of extending the existing Programme to include businesses employing between 10 and 250 employees.  This is described in the Train to Gain Plan for Growth.  Leitch also reports that 41% of managers hold less than a Level 2 qualification.


6 In the recent Comprehensive Spending Review settlement the Government set out its PSA
 targets to support its vision of increased productivity, greater social mobility and improved overall economic performance. 


7 By investing in the Leadership and Management needs of SMEs the LSC is able to provide direct benefits to businesses to be able to increase productivity and ultimately economic performance.  Further support for the targets can be realised through future workforce development resulting from initial investment in leadership and management development.


8 An extended £30 million programme will be able to support in excess of 15,000 businesses per annum. The Service is expected to run at these levels for at least the next three years, reaching between 45,000 and 60,000 businesses in total, representing approximately one third of the entire SME population in England.


9 On the basis that the evaluation identified 73% of businesses going on to train further the  multiplier effect for Train to Gain and PSA targets around Skills for Life, Level 2 and Level 3 should be significant. 


10 The Leadership and Management Advisory Panel (LMAP) is a group of independent Employers who provide advice and guidance on Leadership & Management strategy. In September 2007 the Panel made policy recommendations that have been developed further by LSC national and regional colleagues.  These are summarised below.


Leadership & Management Programme Overview
11 A summary of the key policies are as follows:

a Each business can benefit from up to £1,000 of grant support, of which the first £500 of grant support to the business shall not require match funding and must benefit the owner/key manager.  The remaining grant must be match funded by the employer and could be used to support other managers within the business or the same individual if that is what the business needs.

b A follow up to the employer must occur no later than 3 to 6 months after the intervention to enable progress to other Train to Gain services to ensure broader workforce development;

12 Train to Gain is extensively evaluated from the perspective of the Employer, Employee and Skills Broker.  As the Leadership & Management Programme is extended in 2008 it will be included within the Train to Gain Evaluation Strategy.


13 Management Information will be brought into the LSC’s system’s solution and provide improved Management Information to the LSC.  This information will be able to track employers involved in the Leadership and Management Programme and identify in the future how many have gone on to deliver Skills for Life, Level 2, Level 3 and the Skills Pledge
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15 Principles governing each of the stages will now be described in turn. Grant availability principles are set out first, as an aide memoir.


16 Leadership and Management Programme Service positioning
a Principle one: Leadership and Management Programme to be positioned within Train to Gain. The Programme, branded as Train to Gain, will be delivered as part of the Train to Gain Service and will have a strong relationship with the Skills Brokerage Service.  The funding and management of Skills Brokerage will move to the Regional Development Agencies in April 2009.
b Principle two: access to Leadership and Management Programme, the Programme is expected to be offered on a referral basis by Skills Brokers, training providers, Business Link (Information, Diagnostic and Brokerage Service) and other relevant bodies. (See Annex A – Programme Flow Chart)
c Principle three: service positioning, Leadership and Management Specialist Advisers must provide Personal Development Plans (PDP) co-created with the individual, referrals to development solutions and access to grant as a clearly identifiable service.  Provision and skills solutions identified by an employer or provider will only be supported if this is identified in the PDP.


17 Grant
a Principle four: Total grant per business: Each eligible business can benefit from up to £1,000 of grant support:
b Principle five: non matched grant: the first £500 of grant support to the business does not require match funding and will benefit the owner/key manager.  
c Principle six: employer matched grant: The remaining £500 grant must be match funded in cash by the employer and must be used to support other managers dependent upon the business needs and further PDPs being produced.  Where the grant is being used to support accredited HE provision it is essential that the grant money is match funded in its entirety.

18 Eligibility 
a Principle seven: company size: A minimum of 90% of the beneficiaries must be from SMEs in 10 to 249 employee size.  Smaller or larger companies outside of this criterion shall be agreed by the LSC region.  This process will be managed and monitored through MI reports.  
b Principle eight: participant: The first £500 is to be used for key directors and the subsequent £500 could be used for key members of management as identified by key director(s), or for additional activity by the key director.
c Principle nine: ineligibility: any businesses who have already received grant support through the Train to Gain specialist Leadership & Management support will not be eligible. In exceptional circumstances where the key owner/manager of a business has left the organisation a further intervention may be possible at the discretion of the LSC region.
d Principle ten: new business.  As part of the contract agreement regional LSC will determine the target profile of organisations that are new to Train to Gain.
e Principle eleven: company type  The programme will be open to all types of business including private, franchise, public and voluntary bodies providing they meet the criteria of employing between 10 and 249 staff.  The voluntary sector is included where there are employees.  Unpaid volunteers can participate in the Leadership and Management Programme on the same basis as other key owner/managers providing evidence is provided that the individual is working as an unpaid volunteer and satisfies the normal eligibility rules.  The business or place of employment must be in England.

19 Skills Diagnostic
a Principle twelve: Choice of the diagnostic. This will be left to the professionalism of the Leadership and Management Specialist Adviser to determine with the client.  However, the diagnostic tool used must be relevant to the client’s needs and challenging to the client in identifying areas for personal improvement.  Diagnostic tools that are to be used by the Leadership and Management Specialist Adviser will be agreed at the outset and will form part of the contract with the LSC.

20 Co-creation of Personal Development Plan (PDP)
a Principle thirteen: Role of Leadership and Management Specialist Advisers – to undertake an in-depth diagnostic with the client which results in the PDP that the client endorses

21 Undertaking development activity
a Principle fourteen: The identification of relevant, effective and challenging learning opportunities – to be identified by the Leadership and Management Specialist Adviser.  The Leadership and Management Specialist Adviser must ensure they have access to resources that comprehensively provide intelligence on a range of appropriate learning solutions, including the Skills Brokerage service;
b Principle fifteen: Independence and impartiality – the Leadership and Management Specialist Adviser must be able to demonstrate how the advice delivered to individuals remains independent and impartial of any skills solutions that may be delivered elsewhere by the Leadership and Management Specialist Adviser organisation.
c Principle sixteen: Skills solutions must complement other regional activity.  Skills solutions recommended to the employer must complement other regional activity and alternative funding routes must take precedence where appropriate, for example Train to Gain Level 2 and Level 3. 
d Principle seventeen: Sourcing solutions – Leadership and Management Specialist Advisers must proactively seek out bespoke innovative and challenging learning opportunities for their clients;

22 Follow up 
a Principle eighteen:  Business application Follow up by the Leadership and Management Specialist Adviser will review progress against the PDP and prompt questions as to how what the client has learnt is being applied within the business, and specifically changes in approach to training and development for all employees;
b Principle nineteen:  Further Workforce Development, Between three and six months after the completion of the PDP a Skills Broker will undertake a follow up and discuss further workforce development issues, including the Skills Pledge where appropriate.

23 Payment processing and data collection
a Principle twenty: evidence, grant payments will be made upon production of evidence that development activity has been undertaken.  Grant payments will only be made for activities identified within the Personal Development Plan.
b Principle twenty one: point of payment, employers must pay for the development activity and invoice Leadership and Management Specialist Advisers after the activity has been undertaken (or commenced for support lasting longer than 90 days).  Employers will only be eligible to receive the grant if activity has commenced within 90 days of the PDP being created and the employers must be advised of such.
c Principle twenty two: items allowed, The grant can be used to support learning and development activity identified on the PDP.  Specific exclusions will include membership fees, travel, subsistence, statutory training, mandatory, training, accreditation, capital equipment, employer contributions to other LSC or ESF funding streams and accommodation costs.
d Principle twenty three: data collection, all parties involved in service provision and or usage must provide data necessary to enable policy review, assessment of value for money (economy, effectiveness and efficiency), integration with all aspects of the Train to Gain service and calculation of funding requirements.
e Principle twenty four: Payment to Leadership and Management Specialist Advisers, Payment to Leadership and Management Specialist Advisers will be made on actual activity. Leadership and Management Specialist Advisers will be paid for grant payments once they have received appropriate evidence from the beneficiary they will be paid by the LSC. 50% of payment for service delivery will be paid upon completion of the PDP and 50% once the beneficiary has received follow up after development activity has taken place.   


24 Service management
a Principle twenty five: LSC Approach, LSC will continue to manage the Leadership and Management Programme delivery through its Regions and will require the successful organisation to attend a number of performance reviews throughout the course of the contract year. 
b Principle twenty six: IT system, Although managed Regionally there will be a single IT system in place to enable the following:
Data collection (tracking participants progress through the programme)
Funding calculation (and monitoring of payments made)
Contract management 
Provision of Management Information reports
c Principle twenty seven: standards.  Leadership and Management Specialist Advisers will be required to attain the Core Institute of Business Consulting (SFEDI) Standards within a period of 12 months of contract start. 
d Principle twenty eight: Evaluation.  The evaluation of the programme will be integrated within the Train to Gain evaluation and will include Satisfaction Surveys.
e Principle twenty nine: Transition of Skills Brokerage to the RDA.  In April 2009 the funding and management of Train to Gain Skills Brokerage Service will transfer to the Regional Development Agencies.  This may have an impact on relationships developed by the Leadership and Management Specialist Advisers.
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For those employers who have not already benefited from an ONA must be offered one no later than 3 months after leadership and management activity is completed 
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#  It is expected that the Skills Broker will be the usual entry route;
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