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Remit

Complete a mapping for the non-HIE area of Scotland on possible synergies in relation to M&L.
To include:

· A review of  the major agencies – eg Scottish Executive, Scottish Enterprise, SQA and Learn Direct Scotland – for current views, initiatives and priorities related to management and leadership

· A strategic review of any methodologies related to management and leadership training and funding opportunities in Scotland 

Overview
There are many initiatives going on in Scotland related to Management and Leadership but the situation is fragmented, unclear and very confused. The Scottish Executive plays a central role in sponsoring capacity-building across the public services, in particular, involving significant investment, according to Audit Scotland. However they point out that there appears to be no policy mechanism within the Executive for sharing intelligence on these initiatives so that decisions can be coordinated and good practice shared. No body seems to have responsibility for the strategic commissioning of investment in Management and Leadership – something which exists in the other home countries.
The Scottish Leadership Foundation, created in 2001 by the Scottish Executive, was originally intended to take on such a role but in the end it did not. This is because of the Foundation’s funding model. It is funded through membership fees (35% of income) and through commercial activity. Unlike the Leadership Foundations in England it received no committed funding at the time of its creation (other than the salary of the CEO for the first year) and SLF has had to develop a commercial approach in order to survive. 
SLF has developed an important position in Management and Leadership development in Scotland, and its portfolio of activities has undoubtedly provided a catalyst for joint working in leadership development. It is involved in many national initiatives and much of its activity is aimed at improving collaborative or cross-sector working. Audit Scotland refers to SLF’s development as a missed opportunity, given the overall resources available for investment in leadership in Scotland’s public services. They believe that SLF can yet become that independent body for management and leadership – particularly with the support of key players like the Scottish Executive, NHS and local authorities.
I have tried to detail Scottish Executive’s involvement in management and leadership initiatives – mainly in the public sector – and where possible show what investment has been made in such programmes. Given the number of SSCs whose footprint entirely or partially covers the public sector in Scotland there is clearly an opportunity for the wider SfBN to feed off such developments. Government Skills, Lifelong Learning UK, Skills for Health, Skills for Care and Skills for Justice are all involved in management and leadership programmes that are funded by the Scottish Executive for their employers. There must be opportunities for more cross-sectoral working and possible approaches to the Scottish Executive for funding based on existing initiatives. At the very least there is a job to do in ensuring that SSC employers are aware of existing initiatives and making the best use of them; there will be evaluations needed, lessons learned and best practice case studies that will inform and improve management and leadership training across Scotland.  

Most major Scottish bodies and agencies, including SQA, the Scottish Funding Council, Scottish Enterprise, SFEU and Learn Direct Scotland have management and leadership as a key priority in their Corporate Strategies and Plans. I have included examples of management and leadership funding (where possible) and programmes in the report from SFC, SFEU, Scottish Enterprise and Learn Direct Scotland.

1. Scottish Executive
1.1 Introduction

Given the lack of a positive response by ETLLLD in terms of Management and Leadership being a key priority for all SSCs I felt it was important to quote in full Sir John Elvidge, the Permanent Secretary at the Scottish Executive, who has been very forthright in his support of Management and Leadership initiatives in Scotland over the last couple of years. In his written evidence to the Scottish Parliament’s Audit Committee, in January 2006, he was responding to their request for a Scottish Executive view on the recommendations contained in the Auditor General for Scotland’s report on “Leadership Development” (AGS/2005/08).

He was responding to two particular points:
· the role of the Scottish Executive in coordinating change and ensuring best practice is shared across the public sector; 

· the steps the Executive is taking to develop its approach to leadership development in future. 

1.2 Written evidence from Sir John Elvidge

Scottish Executive’s roles in relation to Leadership development:

“The Scottish Executive has a number of different roles in relation to leadership development across the public sector:

Firstly, we have responsibilities as an employer for our own leaders. We have developed a leadership framework that is consistent with the Civil Service wide Professional Skills for Government performance framework; and we are active in promoting a wide range of individual and collective leadership development activities for our senior managers. 

For example, we have an active mentoring and coaching programme for senior and high potential leaders. We have created a development forum for our Non-Executive Directors. We are also working with the Scottish Leadership Foundation to develop their capacity to assist the Executive as an organisation to release the full potential of its senior staff. Together we are actively engaged with the National School for Government in developing a new leadership programme for our senior staff. We are exploring what is offered by world class proponents of leadership with a view to establishing a programme which will put our staff at the forefront of practice in leadership, not just in Scotland, but in the whole of the UK and beyond. 

I have set our sights very high and I hope that as a result we will encourage and assist others to do the same. 

Secondly, we play a part in sponsoring and investing in leadership development initiatives as part of our policy work. This involves us sponsoring and investing in leadership development initiatives in different sectors. In this context, I agree with Audit Scotland’s recommendation that more could be done to ensure consistency and share experience in areas where significant investment is being made in leadership capacity building. I have set up coordination arrangements within the Scottish Executive involving those leading on our major leadership development initiatives within particular sectors. This will provide a forum for sharing good practice, coordinating investment decisions, and learning from evaluation. 

Thirdly, I see the Executive as having a responsibility to create a climate that enables and promotes leadership development, particularly in relation to collaborative leadership skills, across the whole public sector in Scotland. 

I am committed to doing more to promote and support collaborative leadership across the public sector. All of us in the public sector face a significant programme of reform and modernisation over the coming months and years. Successful delivery of this will depend on high-quality leaders, who are responsive to citizens’ needs, able to work collaboratively in a multi-agency context, and who are able to create public value. 

During 2005 we convened a group involving representatives from local government, the police and the health sector to look at issues of collaborative leadership. The group looked at ways of developing board-level skills; ways of developing the collaborative leadership skills of the public sector’s top leadership cadre and of our future leaders; and at the scope for better joining-up in the recruitment of our future leaders. 

We also convened a group (the World Class Leadership Development Group) from all parts of the public sector to involve those professionals responsible for delivering leadership development activities in sharing best practice and identifying criteria for evaluating the quality of leadership development programmes. This group also involved some participants from blue chip Scottish organisations to help us ensure we are applying the highest standards. 

To build on these discussions, I invited leaders at Chief Executive level from across the public sector in Scotland to attend the first ‘Scottish Government Forum’ on 6 December 2005. The event aimed to provide an opportunity for leaders to discuss the common challenges and priorities facing them, and particularly, the type of leadership skills and capabilities that will be needed in the future to lead our organisations through a process of modernisation. 

We will continue to promote a climate of high quality leadership across the public sector in a number of ways, including: 

• creating a shared vision with our public sector and community planning partners of the meaning of leadership in the service of the people of Scotland; 

• continuing to invest in programmes specific to particular sectors; 

• acting as role models in our own approach to leadership development; 

• exploring the possibility of a brokering service able to make leadership development opportunities available across public sector organisations. We are currently discussing with the Scottish Leadership Foundation how such a service could be put in place; 

• rolling out Best Value, of which effective leadership is one of the nine characteristics, throughout the wider public sector; 

• continuing to support programmes, such as our Change through People programme, which bring together future leaders from across different sectors.”

1.3 Examples of Funding Initiatives in Scotland

The Audit Committee requested further information from Sir John Elvidge on Leadership Development as follows:
· information on the level of expenditure by the Executive to support leadership and management development across the public sector in Scotland; 

· any other indication of how the Executive is currently investing in leadership development; 

· information on how the Executive and the wider Scottish public sector are participating in the work of the National School for Government and the benefits that will flow this; 
· information on other collaborative work taking place at UK level to foster leadership development in the public sector in Scotland

He responded:

“On the first of these issues, the Scottish Executive supports leadership and management development in a number of ways, including through:

· direct investment in the leadership and management capacity of our own staff; 

· direct support for specific leadership programmes within and across different sectors; 

· core funding for public bodies and other organisations, some of which will be used for leadership and management development; 

· grant funding for specific projects which include elements of leadership and management development. 

A summary of examples of this type of investment is attached at Annex A.  It is not possible to quantify the total level of funds which is ultimately supporting leadership and management development from the full range of core and project grant allocated by the Scottish Executive.  As I discussed in my oral evidence, it is important that public sector organisations and agencies have the scope to tailor leadership development and associated resource allocations to their specific circumstances.

We have established a Scottish Executive Coordinating Committee which brings together officials leading on the main areas of direct funding for leadership development.  It will provide a forum for sharing good practice, coordinating and challenging future investment decisions; and learning from evaluation.  

As set out in my earlier evidence, we have also brought together representatives from different parts of the public sector and those involved in delivering leadership development activities to share best practice and identify criteria for evaluating leadership development programmes.

As the Committee is aware, I am a member of the Board of the National School of Government.  The School is working with the Scottish Executive in putting together a consortium of training providers - including the Scottish Leadership Foundation and the Kennedy School of Government at Harvard University - to support our leadership development programmes for our senior managers. This work is providing access to some of the most highly rated leadership development thinkers in the world, as well as gaining experience from the rest of the UK Civil Service. Our aim is a coherent and stretching programme of leadership development activities that will build the capability of the Executive as a whole – not just develop specific individuals – and provide lessons which we can share with the wider public sector in Scotland.  Indeed, we intend to explore the scope for opening the opportunity for participation to a range of other public bodies within Scotland from an early stage.

Information about the full range of programmes which the National School of Government operates is available on its web site http://www.nationalschool.gov.uk.

There are a number of other examples of collaborative work taking place at UK level to foster leadership development in the public sector in Scotland.  The National School of Government operates collaborative programmes for senior and high potential managers in central government, on which Scottish Executive are enroled.  The Cabinet Office also runs a UK-wide ‘fast stream’ scheme for future leaders in central Government and diversity programmes to attract more young people from ethnic minorities into the Civil Service, including the Scottish Executive.

A key feature of the UK national agenda to drive up skills levels in central government is the newly established Sector Skills Council for Central Government (to be known as Government Skills). Launched in February, Government Skills will take responsibility for leading the implementation of Professional Skills for Government, which includes a substantial element of leadership development, across central government.  For us, a central plank of this activity is to develop leaders within the Scottish Executive who can engage effectively with others from across the public sector and build capacity to better deliver for the people of Scotland.   (My emboldening for emphasis)
In the same way as for the other devolved national administrations, Government Skills activity in Scotland will be coordinated by a Scottish national manager, who will be recruited shortly.   The national manager will be responsible for developing and implementing a skills strategy encompassing the Scottish Executive, its agencies and other central departments based in Scotland. We anticipate the launch of Government Skills in Scotland and the development of a work programme once the national manager is in post.  The potential for engagement and shared learning opportunities with the wider public sector in Scotland will be one of the key issues we will discuss with the national manager, once appointed.

The Committee has also asked for an update, in due course, on developments in our investment levels into Leadership Development and also in our discussions about the future role of the Scottish Leadership Foundation.  I will ensure that an update is provided when relevant information is available. 

I hope this further information is helpful to the Committee.

Yours sincerely
JOHN ELVIDGE 
1.4 ANNEX A

FOLLOW-UP INFORMATION REQUESTED BY THE AUDIT COMMITTEE
EXAMPLES OF SCOTTISH EXECUTIVE FUNDING FOR LEADERSHIP AND MANAGEMENT DEVELOPMENT
 Examples of Scottish Executive direct investment in leadership and management development
	Programme 
	Background
	Level of investment

	NHS Scotland Leadership Development Framework
	· Aims to develop leadership capacity and capability in the NHS. 

· Identifies national priorities for action and mechanism for local NHS Boards to align development agenda to service delivery. A series of interventions are taking place / being designed. 
	2005-06:  £1.5m
2006-07: step up in funding expected 

	Leading to Deliver
	· National programme aiming to develop leadership capacity and capabilities amongst first and middle line managers in social services across statutory and independent sectors. 

· Aimed at those working across integrated services so includes health, housing and education colleagues. 400 managers have been through programme to date. 
	Total funding from 2003-04 to 2005-06 is  £2.6m (c. £825k per annum)

	Columba 1400 Head Teacher Leadership Academies and Ambassadors’ Leadership Academies.
	· Head Teacher Leadership Academies  develop enterprise attitudes and leadership abilities of up to 15 participating head and deputy head teachers during week long residential programmes.  
	2005-06 - £320k
2006-07 - £480k

Additional funding provided by the Hunter Foundation.  

	Scottish Qualification for Headship
	· Core leadership development programme for potential head teachers.  Funding made available to local authorities to purchase places on the programme from three consortia that provide it. 
	£4m funding to local authorities per annum, for leadership development, including Scottish Qualification for Headship
.

	The Local Government Improvement Service
	· Established in 2005-06 to facilitate and support service improvement across the range of local authority activities, including leadership development.  

· Current focus is on ‘Top Executive Development’.   Programme to be based on a ‘development centre’ approach.  Developing a Leadership Excellence Profile, using action learning sets, and building executive coaching into the programme. 
	Of total resources provided by the SE to the LGIS, £50k in 05-06 and £170k in 06-07 is budgeted for leadership development work for programmes targeted at elected members, frontline managers and senior officers.

	Scottish Executive internal leadership and management development 
	· A range of programmes and activities funded, focusing on current and future leaders within the Executive. 
	Funding of £500k per annum.

	Dunkeld Projects
	· Projects focusing on leadership as a key to improving integrated child services and building leadership capacity 
	2005-06 - £250k
2006-07 - £1.5m

	SELMAS
	· Funding network of Scottish Educational Leadership and Management and Administration Society 
	2005-06 - £6k
2006-07 - £6k

	Virtual Staff College
	· A programme of continuing professional development for senior managers in the education sector 
	2005-06 - £124k
2006-07 - £94k


1.5 Other Investment

In addition to the ongoing programmes set out above, the Executive has funded or supported a series of one-off leadership interventions.  Examples include: 

· the Scottish Government Forum in December 2005; 

· a seminar on adaptive leadership for South Ayrshire Council (£15k in 2005-06); 

· a Headteacher secondment programme in East Ayrshire (£60k in 2005-06); 

· ‘International Thought Leaders’, involving Terry Dozier, a leading international educationalist working with a variety of stakeholders in a two-week visit (£10k in 2005-06).”

1.6 Scottish Leadership Foundation
The SLF was created by the Scottish Executive in 2001 in response to Reinventing Management (1998). The original aim for the SLF was to act as an intelligent commissioning body to support leadership development across the public sector in Scotland. 
The SLF though is an independent company, limited by guarantee, with its own board. It is a membership-based organisation with membership open to public services bodies such as the National Health Service, Further and Higher Education establishments, Voluntary Sector organisations, a small number of private companies and individuals. Members of SLF incude, all the Scottish NHS area Health Boards; all the Scottish Enterprise LECs; SCONTO, SQA, SFC and SFEU; The Scottish Police Federation and Scottish Executive
Its portfolio of activities includes:
· work with drug and alcohol action teams

· cross-sector leadership work with agencies in Fife, Tayside, Forth Valley and Aberdeen

· development forums for HR and OD practitioners

· mentoring opportunities

· staff exchange opportunities

· organisational ‘raids’

· work with specific professions, such as clinical leaders in the NHS

· commissioning a new academic qualification in Collaborative Leadership at Lancaster University

· supporting research into different aspects of leadership.

The Foundation has achieved many of the objectives of Reinventing Management. However, it has not developed in exactly the way that was envisaged; it engages in significant commercial activity as a provider of leadership development, facilitating or leading many of the programmes that it promotes, rather than acting solely as a client body, as originally envisaged. 

This reflects the Foundation’s funding model. The Foundation is funded through membership fees (35% of income) and through commercial activity. Unlike the leadership foundations in England, it received no committed funding at the time of its creation (although the Scottish Executive contributed the salary of the chief executive on a secondment basis for the first year of operation) and SLF has had to develop a commercial approach in order to survive. This has two significant consequences according to Audit Scotland: it squeezes out time for work in areas such as research and development; and most importantly, it makes it difficult for SLF to act as a strategic procurement partner for public sector clients when it has to maintain a competitive position as a provider.

SLF has developed an important position in leadership development in Scotland, and its portfolio of activities has undoubtedly provided a catalyst for joint working in leadership development. It is involved in many national initiatives, such as Leading to Deliver. All of its activity is aimed at improving collaborative or cross-sector working, and the findings from the Audit Scotland survey confirm that joint working, certainly between the major employer groups of the NHS and local government, is beginning to become embedded. 
Audit Scotland concludes that “there is a continuing need for a coordinating body to act on behalf of public bodies in Scotland, with the capacity to broker solutions, provide advice on strategic procurement, commission research and promulgate best practice. It should be funded and supported in a way that ensures it is independent of commercial activities and can carry out the full role effectively. The Scottish Executive and other major employers, particularly the NHS in Scotland and local authorities, should consider how best to carry out this role.”

Examples of other Scottish Executive Funding to SLF
The Executive provides funding to the Scottish Leadership Foundation to support a number of different programmes and activities.   In 2005-06, the Scottish Executive core Departments paid £54,000 to SLF in membership fees, and the Scottish Executive Health Department paid £159,000 in membership fees in respect of NHSScotland.  

This is supplemented by grant funding for specific initiatives and programmes such as the Change Through People programme (£26,000); Allied Health Professionals Development (£100,000); the International Initiative for Mental Health Leadership (£56,000).   Much of this funding is used by the Scottish Leadership Foundation to cover the direct costs of the specific initiatives and programmes involved.

1.7 Conclusion
Clearly despite information to the contrary the Scottish Executive are devoting a lot of time, energy and funding to Leadership Development. Almost all of these initiatives are in the Public Sector but they certainly allow scope for further work to identify ways forward for those SSCs whose footprints include public sector employers and employees. More than that, several key SSCs feature very strongly in these initiatives – particularly Government Skills, Lifelong Learning UK, Skills for Health, Skills for Care and Skills for Justice. 
SLF is the closest we have in Scotland to a national body/agency responsible for taking forward Leadership and Management development. It would be important to have a dialogue with them in terms of a way forward for SSCs in Scotland – several of whom are already involved in leadership programmes and have close ties.
The next section will give some more detail on these initiatives.

The Scottish Executive also supports the private sector in Leadership and Management development through Scottish Enterprise, Highlands and Islands Enterprise and Learn Direct Scotland initiatives (See Section 3 below)
2. Public Sector Initiatives in Leadership Development in Scotland
2.1 Further and Higher Education

Several SSCs – but Lifelong Learning UK in particular – will be able to tap into some of the Leadership and Management initiatives in this area.

The Scottish Funding Council provided an overview of governance, leadership and management (GLM) development activities in the college and higher education institution (HEI) sectors in 2006. GLM is a very clear priority in their Corporate Plan for the next 3 years. Specifically, it is addressed under Aim 7 of their new corporate plan: “Scotland ’s colleges, universities and Funding Council to be highly effective, world-class organizations”

The objectives relevant to GLM development are: 

Aim 7, Objective 1: high standards of governance, leadership and management, and a culture of continuous improvement 

Aim 7, Objective 2: staff who are appropriately rewarded, recognised and developed. 

They will provide funding to support the UK Leadership Foundation for Higher Education, the College Boards of Management Development Programme and Leading & Learning, the Continuing Professional Development Programme for college leaders. 

They will promote the development of managers in colleges and universities by: 

· providing funding for the Scottish Further Education Unit and the HE academy; 

· contributing to the work and activities of the groups and networks that bring together key management staff in both sectors; and 

· providing support to college managers where required through our Further Education Development Directorate

2.1.1 Overview of GLM in the College and HIE Sectors
College sector

	Description 
	Costs/price and source 
	Volume of activity / comment 

	Institutional direct investment 

 
	The Audit Scotland report Leadership Development reported that of the 24 colleges out of 145 public body respondents, ‘Investment levels in further education varied from £5,000 to £100,000 for the same size of college’. For comparison, nearly 50% of all respondents to the report invested between £5,000 and £20,000. 

 
	Volume of activity has not been identified. No more comprehensive information on spend than Leadership Development has been found from: three live or recently completed research projects; ROSCO; or the Further Education Statistics. Note that Leadership Development reports that even within organisations, [those] ‘with decentralised structures, especially local authorities and NHS bodies, felt that they were unable to identify all of the investment taking place.’ 

 

	ASC Boards of Management Development programme 
	£16,458 SFC funding contribution 2004-2006. 
	ASC report volumes as following: 2004, 9 events, 148 board participants; 2005, 5 events with 130 participants and national conference with 116 board members; 2006, 2 events and 85 board participants. SFC funding has covered direct costs. There are also regional college collaborative and individual college programmes. 

	Principals’ CPD programme. Started 2003 and SFC funded 2004-05-2009-10. Includes a development centre and structured development days. 
	£922,850 in total from SFC. Colleges’ contribution in travel and opportunity costs estimated by SFEU proposal, backed by ASC, at £790,000 
	SFEU report 40 principals having participated in different aspects of year 1, 2004-05. Longitudinal evaluation built in to the end of year 5 at estimated cost of £70,000. 

	Scottish Leadership Foundation (SLF) college sector subscription. SLF is a Scottish Executive supported body with a strategic role and brokers a wide range of provision. 
	£23,000 per year for 2005-06 and 2006-07. SFC funded. 
	Pilot subscription giving free access to some SLF services and discounted access to others. SLF report minimal uptake in first year. They will undertake a marketing push for year two. 

	SFEU programmes: The Leadership Programme (‘a platform for future college leadership roles, including that of Principal’); Senior Management Programme (MBA, with the Open University) for Heads of School/Senior Lecturers and Service Managers; Post Graduate Qualifications in Management for Tertiary Education (with Stirling University) for first line Managers 
	Prices per delegate are: £2,500 for the Leadership Programme; £3,800 for the Senior Management Programme, and between £1,980 and £4,950 for the post graduate qualifications (certificate to Masters in Education). 
	These programmes are not SFC funded. 


HEI sector 

	Description 
	Costs and source 
	Volume of activity /Comment 

	Institutional direct investment 

 
	The Audit Scotland report Leadership Development (2005) reported that ‘Three universities reported investing £20,000 per year, while three others, of similar size, reported investing in excess of £100,000 per year’. It had 7 out of 20 HEI respondents (145 public bodies surveyed). For comparison, nearly 50% of all respondents to the report invested between £5,000 and £20,000. 

 
	No more recent or comprehensive quantified information on spend than Leadership Development is readily available. Note that Leadership Development reports that even within organisations, [those] ‘with decentralised structures, especially local authorities and NHS bodies, felt that they were unable to identify all of the investment taking place.’. This pattern, together with that of a range of investment levels, is broadly consistent with evidence from a Universities Scotland survey in 2001, an LFHE needs analysis for Scotland in winter 2003-04 and the LFHE interim evaluation, 2006. There is however some qualitative evidence that the average level of investment per institution has risen. 

	Leadership Foundation for Higher Education. Offers wide range of development and events. Main work strands are: supporting individuals; supporting teams and institutions; professional networks; governance; research; diversity; and publications 
	£9,040,000 funding from UK HE funding bodies 2003-04 to 2008-09 of which SFC share is £1,080,800. Other funding from membership subscriptions and programme costs paid by HEIs. 
	Predominately sector-steered agent established as a company in 2003, launched March 2004. Engages with funding bodies through Leadership Foundation Funders’ Group. An interim evaluation commissioned by the funding bodies completed in June 2006 was largely positive 

	LFHE bespoke Scottish Heads of Department (HOD) programme 
	£50,000 design and development costs paid by SFC. Fees also charged, at £1,250 per delegate 
	LFHE run a UK wide HOD programme at £2,800 per participant. This bespoke Scottish programme was developed in response to feedback from a sector project group. 2 pilot cohorts in 2006 have had a total 33 participants against a target of 40-50. 

	Scottish Leadership Foundation HEI sector subscription, 2003-04 and 2004-05. SLF is a Scottish Executive supported body with a strategic role and brokers a wide range of provision. 
	£35,250 per year, SFC funded 
	The sector did not pursue a collective subscription after the SFC funded period due to lack of use of SLF. 


2.2 National Health Service in Scotland
“The Leadership Development Plan 2005-07” takes forward the implementation of the NHS Scotland Leadership Development Framework.
This Leadership Development Plan aims to build effective leadership across NHSScotland to improve health and the delivery of healthcare services. The Plan is based on the overall direction and priorities established in the fuller NHSScotland Leadership Development Framework - 'Delivery Through Leadership' and provides a practical action plan for the implementation of leadership development in NHSScotland - nationally and locally - in 2005-2007.

The priorities to support the overall development of leadership capacity, capability and careers across NHSScotland over the next 2-3 years are:

· improvement in the overall qualities and behaviours of NHSScotland leaders at all levels;
· developing current leaders and teams with their partner organisations;
· ensuring the supply of future leaders by identifying and developing new and emerging leaders, and supporting the career development of current leaders; and 

· driving broader cultural change by, for example, improving performance management and communication systems.

In addition to these four strands, the Plan aims to develop governance arrangements of the Plan, including increased transparency on funding streams, and corporate accountability mechanisms to measure and review performance.

The Health Board are putting £1.5 million into this project each year.

2.3 Social Work Services: Change Programmes - Leadership and Management in Scotland
This is a new programme being developed during 2007 and led by the Scottish Leadership Foundation.

The Leadership and Management Change Programme will take forward work based on a number of themes which include the following. 
· Building a leadership and management and leadership framework

· Strengthening strategic leadership

· Developing the capacity, capability, and sustainability of leaders and managers

· Enhancing academic leadership 

Their approach will be to develop a Leadership and Management framework that sets out the skills and competencies appropriate to each part of the system at a variety of levels. This includes:

· Front line leadership 

· Strategic leadership 

· Academic leadership 

· Political leadership 

The work will be taken forward in partnership with the Scottish Leadership Foundation, ensuring that the framework is set in the wider context of public services leadership. The framework will then form a basis for supporting the development of leadership and management skills across the whole system. 

2.4 Nationally sponsored investment in local government

Since 2001, significant work on leadership development has been undertaken by COSLA, the Society of Personnel Directors Scotland (SPDS) and the Society of Local Authority Chief Executives (SOLACE). This work has focused on the need for a nationally consistent approach, with flexibility for each council to meet its own needs.

In 2002, COSLA and SPDS produced a workforce development Plan for local government. The Plan identified leadership as one of four key areas for action. The key success factors identified were:

· commitment from councils to develop properly resourced leadership programmes

· endorsement and commitment from COSLA leaders

· identification of resources to progress leadership development activities

· funding from the Scottish Executive to progress specific projects

· identification of core national indicators

· identification of a successful structure for a national leadership programme

Since then, a new and distinctive leadership agenda has emerged for local government. 

· The introduction of a new voting system in 2007 implies significant change in the way decisions are taken and political leadership is exercised. Many experienced politicians are expected to stand down in 2007, and more than half of current chief executives are also likely to have retired. 

· At the same time, community planning and other forms of partnership working are becoming increasingly central to the role of local government. In this context, developing and supporting the new generation of local government leaders will be a significant challenge.

COSLA’s response has been a Local Government Workforce Strategy to provide the politically agreed national framework to meet these challenges, including leadership development. This Strategy will also provide the context for the development support that will come from the newly created Improvement Service (IS) for local government. 
The IS Board comprises COSLA, the Scottish Executive and SOLACE, the organisation that represents local authority chief executives. It is charged with facilitating and supporting service improvement across the range of local authority activities, including leadership development. 

The IS has received funding of £4.5 million for its first three years and this needs to cover all of its activities and costs. The level of investment allocated to leadership development has to be struck against other priorities and is likely to be in the region of £350,000 over the three-year period.

A Review of leadership development was commissioned by SOLACE in 2004 to:

• audit current activity, leading to the development of a uniform approach to leadership and management development activities

• develop approaches for greater coordination and information sharing between councils, COSLA, SOLACE, SPDS and other partner organisations on continuing professional development.

The review was blunt in its conclusions:

“Awareness of the need for leadership and management development has increased in recent years and Councils are actively engaged in this work. There is no consistency of approach and arrangements are very much determined on an individual council basis... There are a number of players, each of which has a direct interest, but without clarity of responsibility and activity there is a potential for duplication, confusion and also gaps in planning and provision.”
From this evidence, it appears that there is a real opportunity for a model of leadership development for local government that provides a national framework, with scope for each council to develop its leadership capacity to reflect its own distinctive approach and priorities. This reflects the approach taken by the new NHS framework, which has a national set of standards; local discretion; and a focus on the need for collaboration with others in the context of community planning and service improvement.

(From the Audit Scotland Report “Leadership Development: How Government Works”, November 2005)
2.5 Collaborative Leadership for Scotland

Collaborative Leadership for Scotland is a postgraduate diploma jointly developed and run by the Scottish Leadership Foundation and the Lancaster Leadership Centre. Collaborative Leadership is focused on building a cohort of 21st century public service leaders who will help to deliver a smart, successful Scotland.
 

The programme aims to enable future leaders in Scotland’s public services - in the public, private and voluntary sectors - to work more effectively in complex partnership groups, such as in community planning, urban regeneration and child protection.

The Diploma Programme is speciﬁc to Scotland. It combines robust academic work with strong experiential learning that will build on the personal experiences and knowledge of the cohort, and enable them to learn from one another.

It has been designed by the Scottish Leadership Foundation with the active participation of leaders from Scotland’s public services and with expert input and support from Lancaster University Management School

Scottish academics and leaders working in Scotland’s public services are being invited to take part in this five-module programme, of which four modules will be run in Scotland. Collaborative Leadership will use live case studies in Scotland, including community planning partnerships, to enable the cohort to work as a partnership with active partnerships.

The modules build on one another, combining to provide intense and challenging intellectual learning. Fees are around £8,000-£10,000. Graduates will be able to continue their learning to achieve a Masters degree.

3. Scottish Enterprise
The Scottish Executive admits “research shows that, where there are skills problems in Scotland, the skills that are most often lacking are management and leadership skills. There is no centralised agency charged with the development of management and leadership skills. Instead, those skills are developed in a number of ways which are responsive to specific needs.

Our Enterprise Networks, Scottish Enterprise and Highlands & Islands Enterprise, offer tailored support through their Local Enterprise Companies.”

3.1 General: The Business Gateway Services (0845 609 6611) 
This offers a number of possible avenues for help on leadership and management skills. You can also download lots of useful advice and factsheets from the website. Some training courses in these key skills are available for free to people in the Scottish Enterprise area in their first year of business. 
Generally it would be fair to say that support from LECs is very fragmented and very much depends on the quality of your local LEC but many offer excellent advice,  support and access to a range of appropriate programmes and in tapping into possible funding pots. 

Some training programmes for Leadership and Management may last a few hours, some are several days while others can be spread over much longer periods depending on needs and qualifications. Many training programmes are not accredited while others may be. Those which are tend to be Institute of Leadership and Management Level 2 and 3 qualifications. Some courses may be sector specific.

Managing change - downsizing, changing production plans, or route to the market – is another area where advice and assistance could be free for small businesses. 

It is also possible to sign up to get free advice from a mentor using the Business Mentoring scheme, backed by Scottish Enterprise (0845 609 6622).

The Corporate Governance Unit of Scottish Enterprise is a web enabled service dedicated to promoting good practice in the way that companies run themselves. The unit has been set up by the Institute of Directors in Scotland and is backed by Scottish Enterprise, accountancy firm PricewaterhouseCoopers and legal firm Burness. Free information on all aspects of corporate governance, including all major codes in the UK and US, self assessment toolkits and links to training for boards and board members, through their Corporate Governance website
3.2 Scottish Enterprise’s Tourism Leadership Programme

Scottish Enterprise recognises the challenges facing people running tourism businesses: 

· responding to changing customer expectations 

· adopting new approaches and techniques in areas such as marketing and ICT; and 

· responding to growing international competition.

Their aim is to help businesses meet these challenges by providing opportunities for them to benefit from UK and international best practice, and for Scottish tourism businesses to meet, share experiences and identify opportunities to work with each other.

“Scottish Enterprise’s Tourism Leadership Programme has become established as integral to leadership and business development within the Scottish tourism industry. Now widely emulated by development agencies throughout the UK, the programme offers a range of world class speakers, innovative ideas, practical advice and tips to help Scottish tourism businesses develop and set the standards for tourism excellence in the 21st Century.” 
Many of the events are one day Masterclasses costing between £40 and £85. Other courses are “Learning Journeys” which last two or three days (or more) and take participants behind the scenes eg at Disney to see how it manages its business (£1500). 
3.3 Scottish Enterprise’s Rural Leadership Programme 2007

Introduction

Scotland’s rural sector is wide-ranging and covers a spread of interests, including agriculture, food processing and marketing, tourism, forestry and sporting to name only some. These interests increasingly need to be able to compete effectively with others for investment and support. It is vitally important that today’s and tomorrow’s rural leaders develop their skills to explain, motivate, influence, promote and even defend their sector to ensure it remains vibrant and appreciated in Scotland’s economy. Other countries (e.g. New Zealand and Canada) have recognised these issues and deliver leadership development to their rural industries. Scottish Enterprise wants Scotland’s Rural Sector to have the same advantage, through leaders who can promote and communicate the real issues in the right places and to the right people and often in the face of competition. This programme provides an opportunity to those who wish to meet and address the challenges of leadership for the Scottish Rural economy.

The Programme
Following a successful pilot in Borders Dumfries and Galloway, Scottish Enterprise is funding the delivery of the Rural Leadership Programme across the Scottish Enterprise area. Starting in February 2007 and running through to July 2007, the programme will incorporate 11 days of workshop activity plus individual coaching sessions designed to enhance the participants leadership skills and improve the understanding of the policy making process in the rural sector. The Scottish Agricultural College has appointed four of it’s most experienced facilitators to run four groups across Scotland, with specialist consultants First Eclipse assisting in the delivery of leadership training and coaching. A prime focus will be on training and coaching the skills of Leadership in a mixture of group and individual sessions.

This means that each and every participant receives coaching tailored to their circumstances and existing skills set. Participants will be drawn from the rural sector as part of a countrywide recruitment campaign

Objectives

The programme is designed to develop the skills of agricultural and rural leaders, enabling them to maximise their impact by being able to:
· Lead more effective organisations

· Improve the professionalism of agricultural and rural Scotland

· Enhance agricultural and rural representation

· Participate in the creation of better public policy for agriculture and rural Scotland

· Sharpen their promotional skills
Rural leaders on the programme will benefit from (a) enhanced leadership skills that are focussed on their own individual talents and requirements, and (b)an information set, on how and where to best operate these skills.
Scottish Enterprise works in partnership with many other agencies and bodies to provide training in Leadership and Management including Learn Direct Scotland.
4. Learn Direct Scotland

Learn Direct Scotland offers an impressive list of on-line courses linked to Professional Bodies (like ILM) and several awarding bodies (like SQA). They also offer many courses, which though not accredited, would be very useful starters for training in management and Leadership. There is a serious problem navigating their website so contact with one of their centres or Learning Managers may be required. 

4.1 Directors’ Briefings are useful, free and LDS say “are packed full of helpful advice, practical tips and key research, so your management team can quickly and easily take on a whole host of staff-related issues – leaving you free to concentrate on running the business. Straightforward, easy to understand, and compiled by experts in their respective fields, these guides are simply indispensible. From recruitment and appraisals to time management and teambuilding, they can help you manage your time, and help your staff learn new skills.” 

Directors’ Briefings:
Performance Appraisals

Personal Development Plans

Managing your time

Using training effectively

Other Briefing Notes available include:

Interviewing 

Leadership 

Investors in People 

SVQs 

Assertiveness 

Team Building 

Communicating with Employees 

Recruitment 

Stress Management 

Managing Change 

Motivating Employees
These can be accessed at http://www.lds4b.com/resources/directors+briefings 
4.2 Learning bytes catalogue 

“learndirect scotland for business courses can take as little as 15 minutes to complete, offering immediate answers when you need them most, whilst more in-depth courses can be completed in bite-sized chunks so you can develop the potential of your business even if time is at a premium. 

All our courses are available as a complete on-line training package, that is, they include web-based materials, learning environment and on-line support.”

Their Business Skills learning bytes catalogue has a very impressive list of Leadership and Management courses. It can be accessed at http://www.lds4b.com/Resources/E+Learning+Catalogue 
4.3 LDS also offers the ILM (Institute of Leadership and Management) Introductory Certificate in First Line Management

“The Level 3 Introductory Certificate in First Line Management is a management qualification with a short, flexible syllabus. If you are a first line manager with little or no formal training, or are returning from a career gap, this qualification may be an ideal start to your future development.

In order to achieve the qualification you need to:
· undertake a 2 hour induction at an accredited centre 

· complete three core courses 

· complete seven optional courses which you can choose from any of a range of 70 courses 

· pass one work-based assignment of 1000 words 

· undertake four course reviews from the optional courses

The three core courses are: 
· Problem Solving Skills 

· Planning Change 

· Using Information For Decisions 

5. Management Standards

The Management Standards Centre (MSC) is the Government recognised standards setting body for the management and leadership areas. Over the past two years, the MSC has been engaged in a publicly funded project to develop a new set of National Occupational Standards (NOS) for management and leadership. The new standards, which were approved in May 2004, describe the level of performance expected in employment for a range of management and leadership functions/activities.

The standards have been developed to meet a wide range of purposes:

· Role profiles – Using the standards to identify those units that are relevant to a particular role or Team
· Job descriptions – can be improved or up-dated by linking them to the standards

· Identifying learning and development needs 
· Planning learning and development activities
· Career development and Continuing Professional Development

· Recruitment and Selection

· Induction

· Partnership working

· Workforce planning

Clearly qualifications based on these standards are critical for the future of leadership and management. Any discussion with the Scottish Leadership Forum should include these management occupational standards.

(NB** It should be noted that the MSC Team involved in the review of standards have had no feedback from the Scottish Executive directly and any contact has been one way. Having attended their consultation event in Edinburgh it is clear they are very English-focussed and although accepting many skills are generic they realised during the discussions that their approach to Scotland would need to change. They have not taken into account the very different delivery and funding mechanisms in Scotland, particularly in Scotland’s colleges; they have assumed that Leitch will be implemented across the whole of the UK – clearly this may not be the case in Scotland.)
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