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PURPOSE 

The region wants to be recognised for trail-blazing public service leadership and there is 

significant commitment to take this forward with an emerging opportunity for the region to be 

innovative and transformational in its approach. Public Sector Chief Executives have identified a 

need to determine a model of public service leadership, the design of which will be shaped by 

the findings of this research.  

Action research is carried out by people directly concerned with the social situation that is being 

researched (Altrichter, Posh and Somekh, 1993).  In the case of this potential leadership 

development framework, research into its eventual design required input from potential end 

users and those responsible for the ultimate programme design. 

Local authorities, and other public bodies, are each facing similar challenges, particularly the 

need to make year-on-year savings. These challenges can be tackled effectively by public 

services and other partners working together at a local level, to redesign services, find efficiency 

gains and engage users. Leadership relationships, enabling the sharing of common 

understanding and different expertises, are central to transforming public services.  

The proposals for a leadership development framework will create a targeted and tailored 

approach to leadership capacity building delivered in partnership in the south west.  Individually 

leaders understand the agenda and challenges facing public services but greater success could 

be achieved with collaborative working.  The development of a programme with a thematic, 

challenge focussed approach, engaging the business and voluntary sector working alongside 

the public sector, will lead to strong leadership networks.  Collaboration will also support the 

development of aspiring leaders through increasing their capacity, skills and understanding of 

working across the public sector. 

BACKGROUND 

This research activity explores the concept of designing a leadership development framework 

and is based on activities I have undertaken to conduct a regional engagement exercise to audit 

needs and canvass views in order to formulate a possible outcome and recommended 

approach.  Adopting an action research approach helped to democratise the process by 

including those who are usually subjects of research to a position where they have equal rights 

and responsibilities in contributing to the overall outcome (Elliott 1991).  This approach will have 

significant benefits in maximising engagement from those who have contributed from the outset 

to the eventual outcome. 

The overall aims of the audit exercise: 

 undertake a regional needs analysis exercise that will contribute to the development of a 

dynamic, demand-led skills offering and secure the necessary buy-in for the programme 
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 consider, from a local authority perspective, how a regional public services leadership 

framework might best support partners in a sub-region to meet its cross-sector 

leadership challenges 

The outcomes of the audit exercise: 

 research the leadership challenges faced across public services by regional leaders  

 establish how these challenges are currently being dealt with 

 research national and local collaborative development practices  

 identify possible solutions to help sub regions meet identified challenges  

 design an appropriate framework for a collaborative regional leadership programme   
 

METHODOLOGY 

A consultation exercise was conducted and views sought from: 

 Local Authority Chief Executives 

 Local Authority Leaders 

 Local Authority Councillors 

 Regional Social, Economic & Environmental Partners (SEEPs) 

 Local Enterprise Partnerships 

 Regional Compact Members 

 Senior Officers 
 

Four research-administered survey methods were adopted:  discussion with key individuals 

(predominantly by telephone), an online survey, desktop research and face-to-face meetings.  

Telephone interviews 

Telephone interviews were conducted with 16 Chief Executives/senior managers using open 

questioning techniques to explore views and extract qualitative results. A further 7 Chief 

Executives were offered interviews.  

Online survey 

An online survey was used to present similar questions to a varied target audience to elicit 

quantitative results. The response rate was 19% which is satisfactory for an online survey.  

Desktop research 

A desktop research activity was conducted on leadership development programmes for senior 

leaders and politicians available locally, regionally and nationally.  Existing reports and research 
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was reviewed from a variety of sources including those authored for SW RIEP by the 

Leadership Centre for Local Government, and Local Government Group. 

Face-to-face meetings 

Meetings were arranged with: 

 The Strategic Health Authority who have commissioned similar research with a number 

of PCT Chief Executives.    The SHA are keen to co-produce a regional leadership 

framework and discuss ways of moving forward together 

 The Leadership Centre for Local Government to discuss the “total place” pilots and ways 

it is being taken forward 

 Leadership Centre advisers and others who have delivered similar initiatives in other 

regions 

FINDINGS 

Local Ownership 

“A leadership programme must focus on local places, engage partners and 

involve communities if it is to be useful” 

The needs analysis highlighted a strong indication (91%) that local ownership is critical to the 

success of the programme and that outcomes based on a real work challenge (77%) is 

important to the success of a leadership framework. “Large scale transformational change 

programmes” focussed on specific sub-regional challenges were seen as the way forward.  

The preference was for a programme in a local area rather than at a regional level with 52% of 

respondents rating “bespoke to the place” as an important principle to the framework design. 

“Local area” was defined in the widest possible sense. It might be based on current Unitary or 

County authority boundaries; or a County, Unitary and District authorities working together; or 

on a city region; or on a cross regional issue. 

 

Leadership Challenges 

“As leaders we are facing a very different financial future – we need to shift 

our focus from an organisational one to a shared endeavour”  

Although the challenges identified varied by sub region, those interviewed all cited the need to 

make rapid and significant efficiency gains as a vital reason to deliver services differently 

together.  This was reflected through the online survey which highlighted a framework resulting 
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in efficiency gains (69%) through innovative service design (89%) being fundamental to 

success. 

“what is needed are the skills to work innovatively across boundaries of all 

kinds to deliver improved and more efficient services” 

Themes most frequently raised included:  

 integration of adult health and social care 

 economic prosperity 

 growth and infrastructure 

 the low carbon agenda 

 development of shared services between authorities and across sectors 
 

Challenges were either place-based, theme-based, people-based or some combination of 

these.  

 Not 
important 

Quite 
important 

Important Very 
important 

Don't 
know 

Achieving targets and efficiency 
savings 

14% 17% 48% 21% 0% 

Collaboration and partnership working 7% 0% 21% 72% 0% 

Economic development and 
regeneration 

7% 10% 38% 45% 0% 

Creating robust and secure 
communities 

3% 7% 41% 45% 3% 

Adult health and well-being 10% 10% 38% 28% 7% 

Inclusion, equality and diversity 10% 7% 62% 21% 0% 

Climate change and environmental 
sustainability 

17% 13% 23% 47% 0% 

Improving prospects for children and 
young people 

3% 10% 41% 38% 3% 

Workforce development, skills and 
succession planning 

3% 21% 41% 35% 0% 

 

Cross-Sector Involvement 

“Development should not focus just on the top leaders but on the whole 

cohort of people involved in the system. I include people and communities in 

this” 

A fully integrated public sector approach was seen as crucial.  Engagement of a cross-sector 

representation to gain ownership of change with a focus on partnerships, alliances and joint 

working was supported by recipients with key organisations identified. 
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Meeting the challenge of leading through influence and across sector politically and 

managerially was recognised as important for success.  The need to understand the complexity 

of other organisations, to build greater awareness of challenges facing each of them and how 

we can work together to tackle them in partnership to achieve excellence was a pre-requisite for 

success. 

There is a perceived need to raise awareness amongst leaders in the health and police sectors 

about the role and responsibilities of Councillors and to build the confidence and capability of 

Councillors to engage with partners in these organisations. 

Secondary outcomes 

In addition to meeting challenge themes, respondents highlighted additional improvements that 

will emerge through the framework creation: 

 Not 
important 

Quite 
important 

Important Very 
important 

Don't 
know 

Transformational leadership in local 
government 

7% 4% 22% 56% 7% 

Critical thinking and research skills 7% 17% 45% 31% 0% 

Reviewing corporate policy and 
strategy 

7% 18% 57% 14% 0% 

Promoting excellence 7% 7% 45% 41% 0% 

 

It was recognised that to make large-scale transformation of public services actually “work” and 

“make a difference” was, as yet, relatively uncharted ground with limited national examples to 

learn from.  Some Chief Executives expressed a need to progress immediately with money 

allocated to each sub region; others favour a number of pilots across the region as an 

opportunity to test out a framework and share the learning widely. 

What is required to meet challenges  

“Partnerships, alliances and joint working across local government, public 

and voluntary sectors” 

The views about what would most support public service moving forward together varied. Several 

Chief Executive‟s wanted, what many termed, “large scale public services transformational 

change programmes” focussed on place-based improvement. Others wanted “smaller scale 

facilitated interventions” such as reviews of Councillor development programmes or peer reviews 

of partnerships and pan-organisational systems reviews. 

There is little difference in perspective between counties, unitaries and districts. Most counties 

and districts recognise the importance to the citizen of identification with the local town or city as 

well as the wider economies to be gained from public services working across a wider county 

region.  
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Of the requisite elements of a possible framework, two thirds of respondents (64%) highlighted 

interpersonal outcomes rather than those linked to environment-based factors as significant:   

 

There are thought to be sufficient leadership development programmes available regionally and 

nationally within each sector that cater for senior leaders, politicians and aspiring leaders. Often 

the programmes have a module on collaborative leadership. There are also a number of well 

regarded regional cross sector leadership programmes.  There are fewer public service 

programmes supported by all sectors and for senior leaders.  

Having said that, some respondents supported the view that the framework could include an 

integrated leadership development programme to embed learning and assessment into 

business activities.  This will ensure that an individual‟s development and achievement of a 

qualification is not seen as separate from their work.  Optional achievement of a level 7 masters 

qualification can be interwoven and appropriate assessment methodologies devised to enable 

those who choose so to have their contributions and involvement in meeting the identified 

challenge accredited. 

How challenges are currently being dealt with 

“Not sure our partnerships would want to do a leadership course together. 

It’s much more about the day job of really working together and creating the 

quality services people need at less cost” 

Chief Executives can identify practices that are working well for them personally, in their 

organisation and collaboratively with partners.  Chief Executives value and make use of peer 

support both in and outside the region; significant sector investment in leadership development 

is seen to have paid off; in many places relationships of trust and respect have developed with 

partners; and partnership outcomes can be demonstrated. 

 

Leadership behaviours we want to aspire to when 

working across sectors

4%
7%

11%

14%

18%

21%

25%

1

2

3

4

5

6

7

Capacity to work with complexity 

Change for groups and people 

Resilience and adaptive ability within ambiguity 

Ability to work in a dynamic political environment 

Cultivating innovation resulting in efficiencies 

Leading through influence and persuasion 

Forming and supporting relationships 
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SUGGESTED APPROACH 

“What is needed is place-based improvement, delivering structural change 

and effective collaboration” 

The aim is to develop a first-class leadership framework which ensures the south west public 

sector is known for its highly skilled leaders who are able to work within a changing environment 

to meet new and unexpected challenges.  The creation of a modular framework, with elements 

suitable for a range of officers from Chief Executives, Directors, middle managers and the 

leaders of the future will allow tailoring for different needs, purposes and outcomes. 

The region can add most value by supporting Chief Executives with transformational change 

programmes. This support could be articulated as a regional public services leadership 

framework identifying the critical aspects of and approaches to any transformational change and 

the leadership needed to deliver this. The aim would be an enabling framework with 

opportunities for sharing learning and knowledge across the region and beyond.  

A regional framework might include: 

 A challenge based on real work 

 Cross-sector involvement and co-production 

 Strategies and mechanisms to support collaboration 

 Transformational outcomes for individuals, organisations and places 

 Work shadowing, talent sharing and organisation raids 

 Local improvement 

 Measurable efficiency gains 

 Evaluation of difference made 

 Development of specific leadership behaviours 

 Sharing learning and outcomes with others 
 

A regional framework might achieve: 

 

Engaged people Efficiency gains Service redesign Transformational leadership 

Cohesive Costs low with high quality Seamless Innovation and creativity 
encouraged 

Educated Comparable Integrated Shared roles across sectors 

Taking personal 
responsibility 

Affordable services Personalised Decommissioned services 

Ambitious Continuous improvement Needs met in one hit Excellent relationships of trust 

Democracy alive Efficient and effective High quality Politics integral 
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Phases to the approach 

Diagnostic Analysis Scoping the nature of the challenge; connecting to relevant 

organisations and individuals to understand ambitions and 

concerns; gaining ownership for an approach; predicting cross 

sector spend in the place 

Shared Leadership  Agreeing the leadership approach across sectors; devising 

objectives; designing pathways; scenario planning  

Action Implementation Selecting appropriate strategies and mechanisms to support 

working differently across public services and making the change 

happen 

Evaluating Outcomes Learning from actions taken; sharing experiences; cascading the 

impact of change throughout the region 

Framework elements 

“A bespoke package, created for each organisation is important” 

The design of a leadership framework should include structural elements to support outcomes 

at a local level, organisational change, individual development and regional leadership. 
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Once the challenge has been selected, partners and individuals engaged and the leadership 

approach determined, specific strategies and mechanism will be selected and implemented to 

enable achievement.  A range of strategies and mechanisms should be made available, from a 

variety of sources. 

It is important to have a balance of external and internal expertise working alongside each other 

to deliver these framework elements. The supply market is adequate with a number of agencies, 

companies and individuals who can provide this support - it is unlikely that a single supplier 

could meet all the needs in a place. 

Key organisations for engagement 

To maximise credibility, a regional public services leadership framework needs to be co-

produced with health and police.  

“Bringing leaders from different sectors together to share experiences, 

learning and perspectives is essential” 

These key organisations were identified as being essential to involve in the framework:  

 Chambers of Commerce and business sector 

 Champions 

 Citizens 

 Community groups 

 Co-opted experts 

 Districts, County, Unitaries, Parishes, Towns 

 Fire and Rescue Service 

 Further and Higher Education Institutions 

 Strategic Health Authority 

 Local Authorities (both upper and lower tiers) 

 Local Economic Partnership representatives 

 Officers and Members 

 Police 

 Regional and local public sector bodies 

 Statutory bodies 

 Third and voluntary sector 

 
Funding Learning Pilots 

The funding of 2 or 3 pilots will test the regional framework and gather learning that can be 

transferred to other places.   
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CONCLUSION 

It is clear from the analysis of the findings that there are two distinct approaches emerging for a 

leadership development framework. This may reflect the diverse methods of gathering views 

and the two different response groups: 

1. Chief Executives were interviewed and, as might be expected, their feedback focused on 
the conceptual and theoretical perspective.  Their focus is visionary and strategic, basing 
their leadership requirements on high level, transformational change.  Generally, they did 
not want to engage in discussions about strategies, processes or a structure for making 
large-scale changes to the way public services lead together.  Their position reflects the 
“total place” approach with a whole system methodology leading to expected outcomes such 
as efficiency gains, innovative redesigning of services and enhanced community 
engagement.   

 

The processes to drive this change requires commitment from senior leaders in a place, real 

work and experiences, local ownership and design, dialogue and conversations to support a 

regional framework for transforming public service leadership. 

2. Other respondents agreed with the Chief Executives‟ feedback but were keen to explore 
strategies for reframing and mechanisms for meeting the visionary/strategic view.  They 
wanted to offer suggestions for empowering people to enable change and transform existing 
methods.  Most of these are the people who will be responsible for turning visions into 
action, they are interested in designing framework elements to support and achieve 
successful collaboration.  Ideas provided by them included:  supportive toolkits, resources, 
methods for developing skills and knowledge, a regional coaching pool, job shadowing with 
partner organisations, innovative speakers to motivate and develop creative thinking. 

 

To enable and embed this change requires the creation of a regional leadership 

development framework. 

This summary polarises the different approaches expressed by respondents.  The construction 

of a leadership development framework to support the transformational change required for 

collaborative public service leadership will need to respond to both of these views and 

challenges.  

Both respondent groups agreed the need to co-produce a framework with the other public 

services.  The Strategic Health Authority is keen to support and develop this approach with the 

region. 

Buy-in was expressed for a dynamic, flexible framework, designed with a clear intent for public 

good, generating a format and sharing of learning that can be replicated. 
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RECOMMENDATIONS 

1) focus effort on large-scale public service transformational change programmes in each 
sub region 

 

2) endorse the co-production of a regional framework for transformational leadership of 
public services in the south west with health, possibly police and other organisations 
 

3) pilot the regional framework with 2 or 3 sub-regions agreed by all sectors  
 

4) align funding appropriately to support pilots 
 

5) set realistic, achievable timeframes for delivery whilst ensuring momentum and 
progression 

 

6) champion collective cross-working across the region and decision-making that is fit for 
purpose for delivering in places 
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APPENDIX 1 - INTERVIEWEES AND RESPONDENTS 
The following people were interviewed: 

County Councils 

Alan Jones – Somerset County Council 

David Jenkins – Dorset County Council 

John Smith, Head of Communities and Strategy – Devon County Council 

Peter Bungard – Gloucestershire County Council   

District Councils 

Andrew North - Cheltenham Borough Council 

David Hagg – Stroud District Council 

David Incoll – West Devon District Council and South Hams District Council 

Liz Goodall - North Dorset District Council 

Philip Dolan – South Somerset District Council 

Unitary Councils 

Amanda Deeks – South Gloucestershire Council 

Caroline Taylor – Torbay Council 

Keith Robinson – Wiltshire Council 

Kevin Lavery – Cornwall Council 

Gavin Jones – Swindon Borough Council 

Other 

Bryony Houlden – Chief Executive, South West Councils 

John Atkinson – Managing Director, Leadership Centre for Local Government  

Steve Jupp – Strategic Health Authority 

John Bewick – Strategic Director of Policy and Workforce 

The following people responded to the online survey (there were additional respondents who 

elected anonymity) 

Mark Phillips - Assistant Chaplain, Poole Chaplaincy   

Roger Nicholson - Head of Improvement Unit, South Hams District & West Devon Borough 

Councils 

Linda Prosser  - Director, Bristol Partnership 

Jan Stubbings - Chief Executive, NHS Gloucestershire  

Harvey Siggs – Leader, Mendip District Council.     

Christine Channon - Vice Chairman, South West Councils   

Cllr Anne Ward - Totnes Member, South Hams District Council  
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Mark Robins - Senior Policy Officer, RSPB South West England  

Colette Bennett - Equality South West 

Steve Mackenzie - Chief Executive, Purbeck District Council  

Tim Carroll – Leader, South Somerset District Council    

Dr. F. Clarke - Mid Devon MCTi Groups Representative on Mid Devon LSP   

Bernard Page - Service Manager Policy & Partnership, Torbay Council     

Duncan Wood - Chief Officer, Involve Mid Devon CVS & Chair of Mid Devon LSP  

Caryn L Hall - Consultant in Public Health, NHS Gloucestershire    

Frances West - Head of Legal and Democratic Services, Purbeck District Council  

Andrew North - Chief Executive, Cheltenham Borough Council    

Jane Burns - Assistant Chief Executive, Gloucestershire County Council  

Vega Sturgess - Corporate Director, South Somerset District Council  

Lynden Stowe - Leader of the Council, Leader of the Conservative Group, Cotswold District 

Council 

Marie Holmes - Programme Manager, SW RIEP   

Member from Cotswold and District Council   

Rebecca Le-Petit - Development Consultant, South west Development Centre  

Jackie Harris - Head of Community and Partnerships 

Tessa Coombes - Director of Policy, GWE Business West   

Duncan McGinty – Leader, Sedgemoor District Council   

Viv Rayner - SW Policy Manager, FSB   

Stephen MacLoughlin - Leader, Bournemouth Borough Council 

Shoba Manro - Senior Programme Manager, SWRIEP   

Di Askwith - Deputy Regional Offender Manager  

Shamala Govindasamy - Senior Programme Manager, SW Councils   

Chris Herries - non executive director, the Co-operative Group   

Peter Webb - Elected Leader, North Dorset District Council  
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APPENDIX 2 - LEADERSHIP DEVELOPMENT PROGRAMMES 

AVAILABLE FOR SENIOR LEADERS AND POLITICIANS 

Title Who for Duration Supplier Cost 

Multi agency programmes 

Leaders UK  Assistant Directors, 
Service Heads 
operating in delivery or 
policy 

24 days over two 
years to include 3  
residential modules 

National School for 
Government  
Ashridge 
University of Birmingham  

£123500  
 

Leaders in local 
governance 

Directors and senior 
managers who work in 
or with local 
government 

9 days  
4 residential modules 
over 6 months    

OPM £4,000 plus VAT 
plus 
accommodation   

Top Managers 
Programme  

Chief Executives and 
aspiring leaders.  
Includes private sector  

18 days residential National School for 
Government with  
Henley  
Suppliers bought in for 
specific sessions  

£15,225 

Calling Cumbria 
Norfolk LEAPP 
Suffolk 
Reaching Hearts of 
Herefordshire 

200+ leaders from 
across the public, 
private and voluntary 
sectors 

Bespoke programme 
to the place 

Leadership Centre for 
Local Government 

Varies. RIEP 
funded 

National OD 
Programme 

Organisation 
Development 
specialists across 
sector 

4 modules over 
6 months 

LGiD £2,200 

Connect2Leadership Emergency Services, 
Business & Community 
leaders, public service 
leaders 

2 days plus coaching  Dorset Police 
JP Morgan 

£750 

MSc Public 
Management 

New graduates and 
public sector managers 

2 years part time University of Plymouth Approx £2500 

Local Government 

Leadership Academy 
(specific programmes 
also available)  

 Councillors 3 modules over 3 
months with optional 
fourth 

LGiD 
Warwick Business centre 

£1,500 + VAT 

Next Generation 
Councillors 

Future council leaders Bespoke programme 
for each political 
party 

Leadership Centre for 
Local Government 

 

Academy for 
Executive Leadership 

Chief executives and 
Directors 

3 modules over 3 
months 

LGiD 
SOLACE enterprises 
Ashridge 

£4950 + VAT 

Future Leadership 
Programme 

Middle and strategic 
managers 

3 modules over 3 
months 

LGiD 
Ashridge 
OPM 

£3900 + VAT 

Get Ahead 
programme  

Ethnic minority middle 
managers 

4 modules over 6 
months 

LGiD with partners £3500 + VAT 
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HR Raising the 
Standard Programme 

Strategic HR Directors Masterclasses, 
mentoring & learning 
space  

LGiD 
 

Depends on 
modules 
accessed 

Leeds Castle Senior political leaders 
and chief executives 

3 blocks of collective 
contact 
4 1:1 sessions 

Leadership Centre for 
Local Government  

 

Health 

Next Generation 
Chief Executive 
Programme 

  Various suppliers 
nationally 
Leadership Centre for 
Local Government 
University of Leeds 
University of Notre Dame 
 

 

Leaders for Health Middle managers in 
health an voluntary 
sector 

 OPM  

The Productive 
Leader 

Executive leaders in 
NHS 

5 modules completed 
online and in 
organisation 

NHSI Free download 

Police 

High Potential 
Development 

Anyone identified as 
having high potential 

Leadership module 
then tailored 
development  

National Policing 
Improvement Agency 
 

Not known 

Senior Leadership 
Development 
Programme 

Police staff in 
managerial roles 

SDLP 1 + 2 National Policing 
Improvement Agency 
 

Not known 

Strategic Command 
Programme 

Superintendant and 
Chief Superintendants 

8 weeks statutory 
course 

National Policing 
Improvement Agency 
 

Not known 
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APPENDIX 3 – POTENTIAL PLAYERS AND POSSIBLE 

ROLES/RESPONSIBILITIES 
Organisation Role Responsibility 

SW Councils 1. Programme Design and Management 
2. Accreditation (masters level) 
3. Assessment methodology 
4. Regional Coaching Pool 

 Programme design and management 

 Accredited centre for ILM and associated 
administrative, assessment and quality 
assurance activities 

 Programme evaluation 

 Creation and co-ordination of regional 
coaching pool and allocation of qualified 
coaches 

Leadership 
Centre for Local 
Government 

5. Training Provider 
6. Consultancy Support 
7. Facilitation Services 
8. Coaching Provision 
9. Masterclasses 

 Design and delivery of support activities to 
match intended outcomes working 
collaboratively with other delivery providers 
and designers 

 Toolkits and support 
 
LGiD 

10. Shadowing Support Provider 
11. Identifying Assessors 
12. Training Provider 
13. Consultancy Support 
14. Sharing of Learning (regionally and 

nationally) 
15. Peer Mentoring & Critical Friend 

Activities 
16. Masterclasses 
17. Virtual learning facility 

 Agreeing and liaising work shadowing 
opportunities for participants with partner 
organisations 

 Identifying Assessors for the Accredited 
centre 

 Design and delivery of support activities to 
match intended outcomes working 
collaboratively with other delivery providers 
and designers 

 Toolkits and support 

 Discussion Forums and Communities of 
Practice 

Improvement & 
Efficiency 
Partnership 

18. Funding Support 
19. Pilot Selection 
20. Evaluation 
21. Sharing of Learning (regionally and 

nationally) 

 Costing and financing 

 Co-ordinating participant selection activities 

Ashridge 22. Coaching Support Provider 
23. Training Provider 

 Coaching activities – groups and individuals 
and organisation 

 Transitional coaching 

 Top Talent coaching 

 Senior Women coaching 
Solace 
Enterprises 

24. Training Provider 
25. Coaching Support Provider 
26. Masterclasses 

 Design and delivery of learning activities to 
match intended learning outcomes working 
collaboratively with other delivery providers 
and designers 

Managerial and 
political leaders 
from Public 
Sector 
organisations 

27. Expert panel 
28. Participant selection 
 

 Expert panel for signing off programme 
design, agreeing providers and conducting 
selection activities for potential participants 
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APPENDIX 4 - LEADERSHIP BEHAVIOURS THE PROGRAMME 

MIGHT ASPIRE TO 

 Relationships: focus on relationships externally to their organisation rather than internal 
processes 

 Flexibility: a flexible approach which is focused on outcomes not service delivery or 
structure 

 Innovation: endorsement and support of innovative practices and diversity of thought 
through personal support and recognition as well as time and resources 

 Sharing: investment of leadership time and resources in sharing information and talking 
openly with partners around shared challenges and common/complimentary places of 
action 

 Questions: more emphasis on leadership questions which open up thought and 
dialogue rather than leadership decisions 

 Wider impact: innate consideration of regional impact and opportunities in all 
appropriate activities 

 Challenge: greater challenge and genuine trust across partners meaning better use of 
time 

 Risks: an increase in calculated risk taking when working with partners on „wicked‟ 
issues 

 Relationship with central: local engagement and integration in central government 
department activities in the place 

 Continuous development: continued investment of personal time and resources in 
leadership development, support and network creation 

 Adaptive: anticipating and responding to the unexpected consequence of action as 
opportunities and not trying to return to previous state but looking beyond the „status 
quo‟ to a better and adapted possible outcome 

 Proactive: proactive responses to situations not reactive reactions 

 Multiple perspectives: instinctive consideration of other perspectives on any choice or 
action about to be taken which is embedded into all activity 

 Politics: regular involvement of local politicians at the initiation stage of projects and 
automatic sharing of information. 

 



 July 2011 

Fay Edwards 19  

APPENDIX 5 – POSSIBLE FRAMEWORK ELEMENTS 

The following interpretation highlights the phases to the approach and shows a menu of element 

options that might be appropriate to employ.  The selection of these, will, of course, be 

dependent on the challenge identified and the needs of the partner organisations/individuals 

tasked with addressing the challenge.  
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APPENDIX 6 – ONLINE SURVEY 
Finding your route to public service excellence and efficiency. 

The aim of Leadership Pathways for Places is to devise a flexible method to help you, your colleagues 
and partners lead the way in achieving public excellence and efficiency in changing times. 

The Leadership Pathways for Places framework will provide creativity, innovation, talent sharing and 
support in local government and partnership organisations. Those participating will plan their leadership 
path, selecting elements from the framework that fit with their desired outcome and in so doing, will 
develop the practice of leading together. 

Practical examples of support could include amongst other ideas for example, a self-assessment, 
mentoring, training or peer review. 

In order to create a successful framework that is sufficiently flexible to meet diverse organisational and 
individual needs, we are seeking to gather views from across the region on how the Leadership Pathways 
for Places framework should be designed. 

This survey has 10 optional questions and should take just 5-10minutes to complete. Thank you in 
advance for your time 

In confidence, please enter your name, position and organisation? 

How important are the following principals to the design of Leadership Development Framework? 

 Not important Quite important Important Very important Don't know 

Bespoke to the place      
Local ownership is critical      
Outcomes based on a real Workbased challenge 
and experiential learning 

     

Creating efficiency gains through innovative service 
design 

     

Reflection and capturing learning to promote 
regional gain 

     

Which are the important leadership behaviours we want to aspire to when working across sector? Rate the following from 1 to 7 (1 being the 
highest) 

 1 2 3 4 5 6 7 

A capacity to work with 

complexity 
       

An understanding of how 

change happens in people 

and groups of people 

       

An increased resilience 

and adaptive ability work 

within ambiguity 

       

An ability to work in a 

dynamic political 

environment 

       

An aptitude to cultivate 

innovation resulting in 

efficiencies 

       

A talent to lead through 

influence and persuasion 
       

A capacity for forming and 

supporting effective 

relationships 

       

Which of the following structural elements are important to include in the Leadership Development Framework? 

  A capacity to work with complexity 

  An understanding of how change happens in people and groups of people 

  An increased resilience and adaptive ability work within ambiguity 
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  An ability to work in a dynamic political environment 

  An aptitude to cultivate innovation resulting in efficiencies 

  A talent to lead through influence and persuasion 

  A capacity for forming and supporting effective relationships 

What kinds of challenges could a Leadership Development Framework address for you, your organisation and partners? 

Which partners would need to be involved to address these kinds of challenges raised in the previous question? 

Who do you see being involved? Select all that apply 

  Chief Executives 

  Directors 

  Partnership chairs 

  Middle managers 

  People and communities representatives 

  Politicians 

  Frontline workers 

  Volunteers 

If individual developmental activities are included in the Leadership Development Framework, please rate the following suggestions for 
themes. 

 Not important Quite important Important Very important Don't know Not applicable 

Achieving targets and 

efficiency savings 
      

Collaboration and strategic 

partnership working 
      

Economic development 

and regeneration 
      

Creating robust and secure 

communities 
      

Adult health and wellbeing       
Inclusion, equality and 

diversity 
      

Climate change and 

environmental 

sustainability 

      

Improving prospects for 

Children and Young people 
      

Workforce development  

skills and succession 

planning 

      

Transformational 

leadership in local 

government 

      

Critical thinking and 

research skills 
      

Reviewing corporate policy 

and strategy 
      

Promoting excellence       
Other (please state)  

Would the development of a pool of regional coaches be beneficial in the Leadership Development Framework? 

  Yes,   No,   Don‟t know 

Do you have any other suggestions to help make the Leadership Development Framework a success? 

Thank you very much for taking the time to complete this survey. 
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