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Foreword 
 
This Leadership and Management Development Strategy has been developed 

for Tayside Contracts’ leaders and managers to enable them to lead & manage in 

a way that is recognised as effective and delivers the organisation’s objectives.   

 

As we progress with the new Investors in People model and embark upon 

Making Excellence Happen there is an underpinning need for all leaders and 

managers to carry out their role effectively and to understand and display the 

appropriate behaviours, skills and knowledge required to deliver and improve 

their service.   

 

In preparation of this document we have researched the national occupational 

standards and I would like to acknowledge the Management Standards Centre 

for allowing Tayside Contracts to reproduce free of charge some of their material 

as it is intended for internal educational use only. 

 

Finally, it is acknowledged that the strategy will evolve and be subject to regular 

reviews.  

 
 
 
Iain C. Waddell 
Managing Director 
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1. Introduction 
The aim of this strategy is to provide a development framework for all Tayside 
Contracts employees with leadership and management responsibilities.  This 
Leadership and Management Development Strategy (LMDS) is designed to 
assist Tayside Contracts in achieving its key business objectives by providing 
support: 
 

1. to implement key corporate strategies 
2. to compliment our approaches to quality improvement and deliver effective 

management and leadership as set out within the Investors in People 
Standard (IiP), and European Foundation for Quality Management Model – 
now branded as Making Excellence Happen 

3. to continuously improve their own and the organisation’s performance 
4. to complement and support the Human Resources Strategy  
5. to plan, monitor and evaluate their own leadership and management 

development 
6. to develop in their current posts, to prepare for future posts and to provide 

opportunities for continuing their professional and personal development 
 

The strategy will support the clear purpose and vision set out within Tayside 
Contracts Business Plan and will provide the support to assist leaders and 
managers to achieve the measurable performance objectives set within their 
service plan.    
 
This strategy will also support the process of organisational development and 
through developing our leaders and managers to become the most effective they 
can be it will assist the organisation adapt and sustain itself over the long term. 
 
The main purpose of the LMDS is to enable leaders and managers to manage in 
a way that the organisation perceives as effective.   
 
The nature of leadership and how it differs from management has been debated 
over many years.  Tayside Contracts needs to be able to develop both leadership 
and management skills.  It must develop individuals at all levels within the 
organisation who can be effective both as managers (who can manage systems 
and process) and leaders (who are able to inspire and influence others in the 
ongoing climate of change and continuous improvement).   
 
The approach adopted within this strategy embraces the ideas of organisational 
development theorists and practitioners Professor Warner Burke and George 
Litwin, whereby organisations characterised by both complexity and change 
require both transactional management and transformational leadership.   The 
Burke-Litwin Model is outlined in appendix 4.  
 
This strategy therefore combines both management and leadership 
development.   
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For the purpose of this strategy Tayside Contracts managers and leaders are 
synonymous with anybody who can make decisions which will affect the direction 
or performance of all or part of our organisation.   
(IIP Leadership and Management Model) 
 
2. General Statement 
Tayside Contracts recognises that the successful attainment of its corporate 
vision ‘’to excel and grow as a local authority commercial trading organisation’’ is 
directly related to the quality of its employees, and in particular that of its leaders. 
 
The organisation has a strategic business objective to: ‘’effectively manage and 
develop our people’’. 
 
Leadership and Management Development is recognised as an important vehicle 
for achieving this objective, and an effective Tayside Contracts leader and 
manager will: 
 
1. enable all employees to continually update and extend their knowledge, skills 

and experience to make them more effective in the jobs they perform, 
2. enhance job satisfaction and motivation in order that employees may 

contribute fully to the attainment of Tayside Contracts vision, 
3. assist in the development of strategies to ensure effective succession 

planning, 
4. contribute to the establishment of a culture which encourages change, 

innovation and development, 
5. assist all employees to achieve their full potential and promote positive 

morale. 
 
3. Key aims 
The key aims of the strategy are to ensure that our leaders and mangers: 
 
1. understand what leadership and management is about within Tayside 

Contracts, both in theory and practice,  
2. become familiar with and be able to use a range of leadership and 

management tools and techniques, 
3. recognise their existing occupational competencies and plan their leadership 

& management development in accordance with their level of responsibility,  
4. demonstrate their understanding of leadership & management through 

displaying the behaviours highlighted in the Core Competencies of Leaders 
and Managers within Tayside Contracts (appendix 1), 

5. promote the corporate values of working in a people centred environment, 
with an emphasis on partnership, being both innovative and responsive as 
detailed in the Employee Charter, 

6. translate and communicate the four pillars of progress into their leadership 
and management behaviour, 
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7. ensure that through their leadership and management we achieve our mission 
‘community benefit through the pursuit of excellence’. 

 

This strategy also clarifies the roles and responsibilities of all those involved in 
the leadership and management development process and outlines a framework 
through which Tayside Contracts is able to provide a continuous programme of 
leadership, management and ultimately organisational development. 
 

See appendix 3 – Leadership & Management Development Career Path. 
 
4. Role and remit 
The key purpose of leadership & management is to achieve Tayside Contracts 
objectives and continuously improve its performance.  Leadership and 
Management is a complex business requiring a range of skills and knowledge to 
succeed. Tayside Contracts LMDS aims to promote the development of the 
leader and manager whether they are designated a team leader, supervisor or 
manager in the following core competencies:   
 

 Leadership 

 Management Ability 

 Giving purpose and direction 

 Making a personal impact 

 Thinking strategically 

 Getting the best from people 

 Learning and improving 

 Focusing on delivery 
 

This strategy and the core competencies covers those employees in all divisions 
and sections with responsibility for leadership and management (including those 
about to move into management roles).  This includes the Corporate 
Management Team, Operational Managers, Heads of Divisions/ Units, and 
Supervisors. 
 

See appendix 1 – Core Competencies of Leaders and Managers within Tayside 
Contracts 
 
The LMDS takes into account that managers are individuals and they have 
individual priorities, and learning preferences.  It also recognises that they may 
already possess a level of management knowledge, skills and experience, and 
what they require is an on-going development of the knowledge and skills to 
match the demands of their specific role. 
 

Central to this strategy are the following: -  

 recruitment,  

 induction, 

 performance management, 
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 personal development plans, 

 induction, 

 coaching, 

 continuing professional development. 
 
4.1 Recruitment  
In order to equip employees for leadership and management, recruitment must 
focus on the applicant’s ability to display the essential attributes - knowledge, 
skills and behaviour (competencies) as listed in the Core Competencies of 
Leaders and Managers (Please refer to appendix 1), and not only the attainment 
of their technical expertise. 
 
4.2 Induction 
All new managers recruited or promoted to managerial positions require a 
structured introduction to the new job.  This will involve devising a Personal 
Induction and Development Programme in association with the Safety and 
Training Team.  Part of the induction programme will be the acquisition of 
essential information and skills through attendance at the mandatory modular 
management training programmes.   The optional training programmes are also 
available however it is suggested that they are discussed/ identified through the 
Tayreview process.  
 

Please refer to appendix 2 for Management Development training programmes – 
(mandatory and optional) and appendix 3 for Tayside Contracts Management 
Development Career Path. 
 

Thereafter each promotion within the management structure needs to be 
accompanied by a carefully constructed personal development plan and the 
acquisition of these skills will be supported by coaching from immediate line 
managers. 
 
4.3 Performance Management 
Thereafter the LMDS strategy must be used to ensure understanding and 
delivery of effective leadership and management attributes which will be 
monitored through performance management. 
 
Performance Management is a process (not an event); it should operate as a 
continuous cycle which will contribute to the effective management and 
development of leaders and managers in order to achieve performance 
improvement, continuous development and appropriate leadership and 
management behaviour.  
 
Performance Management within Tayside Contracts commences with the vision 
and key business objectives as set out in the Business Plan which in turn 
provides the starting point for operational and departmental goals (service plans), 
followed by agreement on performance and development for the team (team 
plans), leading to the drawing up of plans between individuals and managers 
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(individual plans), with continuous monitoring and feedback supported by formal 
reviews. 
 
Tayside Contracts Tayreview (Performance Monitoring & Planning Review) 
provides leaders and managers with the opportunity to reflect on past 
performance as a basis for making development and improvement plans.  The 
meeting should be carried out a minimum of once per year, planned and 
constructive, open, free-flowing and honest with the reviewee doing most of the 
talking.   
 
Tayreviews will take place between April and Dec each year.  All completed 
Tayreviews will help to establish the annual training plan and budget for the 
division/ unit which will be presented to the CMT during the budget setting 
process in February. 
 

Tayreview  Budget  Planning Process 

Start End 

OM CMT JC 

April - December  January  February March 

 
The Review is made up of two significant elements. 
 
Personal Review 
This is a self-assessment process designed to help prepare for the review, and  
facilitate a common agenda.  This will also allow clarification of areas of 
agreement and focus the discussion to areas requiring further consideration. 
 

Personal Objectives/ Development Plan 
Key objectives should be set within the Tayreview that fully describe the key 
activities that are to be accomplished over an agreed period of time.  They can 
be expressed as realistic targets to be met and tasks to be completed by a 
specified date.  They can be work-related, referring to the contribution the 
individual will make, or personal, taking the form of developmental objectives. 
Measures which identify the criteria for a successful outcome then need to be set 
for each key objective.  
 
4.4 Personal Development Plans 
A Personal Development Plan (PDP) will be developed by and for each manager 
to cover both their continuing professional development and needs arising from 
their annual Tayreview process as agreed with their line manager and in line with 
the corporate and operational objectives as set out within the Business Plan and 
their Service Plans. 
 

These plans will take account of existing skills/ experience and competence, 
formulate development needs in line with the demands of the current/ future role 
and include priorities, timescales and methods. 
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In recognition of a managers responsibility to deliver, managers who do not meet 
specific targets as laid down within their Tayreview/ Service plan or who fail to 
demonstrate the appropriate behaviours will have their development needs 
further reviewed and a plan for further development/ support will be agreed, 
implemented and monitored over a realistic timescales.  If specific targets remain 
unachieved the matter will discussed with the HR Manager and the performance 
at work policy may require to be implemented. 
 

The process is a partnership between managers and their line managers, where 
the individual manager accepts responsibility for their learning and the line 
manager facilities this development and provides coaching and support through 
in-house and/or external provision as appropriate. 
 

Learning can take place in a number of ways and managers need to identify 
which is the most appropriate and effective way for them to gain the necessary 
skills and knowledge for their role i.e. 
 

 Work based projects  College  On the job training 

 Computer based 
learning 

 Private study/ 
research 

 Distance/ open learning 

 Secondment  Job shadowing  Vocational qualifications 

 Coaching from 
identified/ qualified 
individual 

 Continuous 
professional 
development 

 Mentoring 

 

Note: This is not a definitive list. 
 
4.5 Coaching 
Coaching is an important tool in performance management.  Coaching is 
developing a person’s skills and knowledge so their job performance improves.  It 
is recognised that managers learn more from doing, reflecting on their experience 
and by problem solving.  Coaching is recognised as having a significant 
contribution to leadership and management development.  Within Tayside 
Contracts managers will be encouraged to adopt this role and they themselves 
will be coached by the person to whom they are responsible. 
 

It is also accepted that coaching for each manager within the context of 
management development should be a positive process, where support towards 
skills and personal development is given on a one-to-one basis and issues of 
concern can be raised and change can take place in a supportive environment. 
 
4.6 Continuing Professional Development 
The Safety and Training Team will be responsible for ensuring the provision and 
co-ordination of a range of management development activities to assist with the 
learning and continuing professional development: 
 

 Modular Management Training Programmes 
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Management training programmes will be available and designed to support 
areas such as organisational policy, procedures etc.  They will be in a modular 
format and each manager will be required to attend the mandatory.  The optional 
and other programmes which are appropriate to their needs and experience will 
be identified through Tayreview.   
 

 Management Skills/ Personal Development Courses 
Management training courses covering aspects of management behaviour and 
skills such as team building, decision making, appraisal skills, communication 
skills, Myers-Briggs Type Indicator (MBTI) etc will be available to support 
managers who require to develop their knowledge in a classroom based training 
environment.  These courses will be facilitated by either a member of the training 
team or an external provider. 
 

 Management Qualifications 
There are a large number of different types of management qualification.   
Amongst these there are three types that Tayside Contracts supports, National 
Vocational Qualifications (NVQs), Scottish Vocational Qualifications (SVQs) and 
Vocationally Related Qualifications (VRQs).  
 

NVQs and SVQs are work-related, competence based qualifications which reflect 
the skills and knowledge needed to do a job effectively.  They represent national 
standards recognised by employers throughout the country and are qualifications 
for work and show you can actually do a job, and not simply that you know how 
to do it in theory.  
 

Vocational Qualification in Management Studies will be available to practising 
managers who can demonstrate an ability to work competently in the workplace 
at a level appropriate to the role.  This type of learning activity will require a 
commitment for self study or minimum attendance at management workshops.    
 

VRQs, like NVQs and SVQs are based on the national occupational standards 
for management but differ from NVQs and SVQs in that they are classroom 
based courses which deliver the knowledge and understanding found in the 
standards.  
 

VRQ training programmes which lead to a nationally recognised qualification 
such as a certificate or diploma will be available for managers who have little or 
no formal training.  Acceptance onto such a programme will be dependent on it 
being clearly demonstrated that both the manager and their unit will benefit from 
completing such a programme. 
 

The programmes will be provided by either a member of the training team, an 
external provider and/ or other employees from within Tayside Contracts. 
 

In respect of management qualifications, managers will need to consult with the 
Training and Development Manager before agreeing either of these routes in 
order that a consistent corporate approach is adopted. 
 

 Coaching  



Tayside Contracts Leadership and Management  
Development Strategy 

Approved Date – July 2007 11 

 

Coaching is recognised as an effective way of encouraging effective performance 
in management and all managers will be expected to carry out coaching in their 
role.  A coach is job-focused and performance oriented. Support and training will 
be provided to enable managers to become effective coaches.  
 

 Mentoring 
Managers may benefit from working with a mentor.  A mentor will focus on the 
person, their career and support for individual growth and maturity.  Training will 
be available for employees to become effective mentors.  A manager’s mentor 
may not necessarily come from the same division or unit and can in agreed 
circumstances come from outside the organisation. 
 

 Action Learning or Self Managed Groups 
This is a group consisting of 6-8 managers guided by an experienced facilitator to 
work on individual or common problems and can be a good means by which 
managers develop. 
 

 Project Group 
The nature of project groups enables managers to work with and learn from 
employees who might have a different approach or outlook to a problem.  Being 
part of such a group will provide an opportunity for managers to develop effective 
project management skills, delegation, presentation and organisational skills etc. 
whilst working with employees they may not normally come into contact with. 
 

 External provision 
Tayside Contracts will support attendance on external programmes, agreed in 
PDPs.  External provision will include consideration of amongst other 
development opportunties: 
 

 attendance at external meetings 
 attendance at conferences and seminars 
 attendance at external training events 
 

Advice should be sought from the Safety and Training Team on the merits of 
attending any external conferences or seminars, to ensure that the content is not 
already covered on similar type events, courses etc and that it is likely to be 
relevant to Tayside Contracts requirements. 
 

Approval must be given by the respective senior manager and/or the CMT for all 
external attendance not already approved through Tayreview. 
 
5. Responsibility 
The responsibility for implementing the LMDS will rest with senior management 
who will set the example by demonstrating skills and transferring learning to 
those they are responsible for in the organisational structure. 
 

The Safety and Training Team will be responsible for ensuring that divisions and 
individuals are provided with appropriate help, advice and support on options, 
planning, implementation and evaluation. 
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6. Evaluation 
The LMDS will be evaluated as follows: 
 

At an individual level the evaluation of management development activities will 
take place: 
 

 at the Tayreview 

 at agreed times between one Tayreview and the next 

 following specific management development activities 
 

At a corporate level, the Head of FM and Human Resources and/ or the Safety 
and Training Manager will evaluate the effectiveness of the management 
development activities through periodic audits.  The following information will be 
sought: 
 

 managers’ awareness of the LMDS and their understanding of the key 
competencies 

 the quality of management development 

 the quality of on-going review and support 

 the opportunities for development and equality of access 

 the transfer of learning. 
 

The LMDS will as a matter of course be reviewed on an annual basis and 
comments sought upon its effectiveness from its practitioners.  Likewise as 
training programmes are introduced and qualifications change the LMDS will be 
updated to reflect this.  
 
7. Assessment and Review 
In order to facilitate meaningful management development, it is essential that this 
strategy has relevance to both the organisation and its intended customers.  
Consultation has been sought during the development stages from the CMT, 
Senior Managers, Operational Managers & Supervisors.  We have also received 
feedback from external consultants and the Scottish Leadership Foundation 
(SLF).  
 
It is acknowledged that the strategy will evolve and continuous feedback from its 
customer base will be sought to further develop it to ensure it meets the 
leadership and management agenda at Tayside Contracts.   
 
The ongoing commitment of the CMT in particular is vital to its success. 
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Appendix 1 - Core Competencies of Leaders and Managers within Tayside 
Contracts 

 

LEADERSHIP 
Leads by example and is a role model to others 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

 Adapts leadership style to different people and 
situations 

 Displays the key behaviours stated in the four 
key pillars for Tayside Contracts 

 Steps forward to lead as needed 

 Understands the importance of having a strong 
sense of purpose and common goal 

 Is thoughtful, fair and leads by example 

 Demonstrates a ‘can do’ attitude 

 Demonstrates common sense and sound 
judgement 

 Gives clear and concise instructions 

 Is trusted by members of the team 

 Considers the thoughts and opinions of others 

 Considers the moral and ethical consequences 
of actions 

 Gives and expects frequent constructive 
feedback 

 Is hesitant or unwilling to take 
the lead 

 

 Fails to issue clear 
instructions 

 

 Does not understand the 
importance of having a sense 
of purpose or common goal 

 

 Does not consider the 
thoughts and opinions of 
others 

 

 Does not have the trust of the 
team 

 

 Shows little drive and 
determination 

 

MANAGEMENT ABILITY 
Thinks ahead and prepares for the future 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

 Regularly identifies cost savings or better use of 
resources 

 Concentrates on activities that are in line with 
the strategic direction of the organisation 

 Plans alternatives and contingencies 

 Acts in the organisations best interest 

 Achieves results and demanding deadlines 
through careful planning and effective use of 
resources 

 Considers cost implications of work activities 

 Checks plans, monitors progress and adjusts 
them in response to change 

 Does not act in the 
organisation’s best interests 

 

 Fails to meet deadlines due to 
poor planning or ineffective 
use of resources 

 

 Does not consider costs when 
planning activities 

 

 Fails to check plans, monitor 
progress or adjust them in 
response to change 

 

GIVING PURPOSE AND DIRECTION 
Creating and communicating a vision of the future 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

 Is clear what needs to be achieved within the 
context of the Business and Service Plans 

 Involves people in deciding what has to be done 
to achieve the mission  

 Looks to others to provide 
direction 

 

 Takes an overly cautious 
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 Communicates the vision as a compelling view 
of the future  

 Sets clear, accurate and measurable short and 
long term key objectives  

 Creates practical and achievable plans 

 Displays appropriate standards of behaviour  

 Promotes the corporate values of the Employee 
Charter 

 Agrees clear responsibilities and objectives to 
deliver results 

 Initiates change to make things happen 

approach 
 

 Assumes people know what is 
required without 
communicating with them 

 

 Loses sight of the big picture 
 

 Allows a culture of apathy and 
negativity 

 

 Does not display the expected 
behaviours 

 

MAKING A PERSONAL IMPACT 
Leading by example 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

 Being highly visible and approachable to all 

 Acts with honesty and integrity 

 Resilient and determined 

 Challenges and is prepared to be challenged 

 Prepared to say what people may not want to 
hear 

 Takes difficult decisions and measured risks 

 Accepts responsibility for own decisions 

 Takes personal responsibility for making 
progress in equality and diversity 

 Implements corporate decisions with energy, 
enthusiasm and commitment 

 Says one thing and does the 
other 

 

 Takes contrary views as 
personal criticism 

 

 Fights own corner, ignoring 
wider interest 

 

 Accepts the status quo 
 

 Unapproachable, arrogant 
and abrasive 

 

 Aggressive not assertive 
 

THINKING STRATEGICALLY 
Looking for ideas and opportunities to achieve goals 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

• Sensitive to wider political and organisational 
priorities 

• Finds new ways of looking at issues 

• Identifies opportunities to improve delivery 
through partnership 

• Communicates ideas clearly and persuasively  

• Anticipates and manages risks and 
consequences 

• Gives objective advice based on sound 
evidence and analysis 

• Assimilates and makes sense of complex or 
conflicting data and different perspectives 

• Focuses on key issues and principles 

• Considers the potential and impact of 
technology 

• Works only from own 
perspective or assumptions  

 

• Fails to make connections 
between ideas or people 

 

• Focuses solely on the detail 
 

• Focuses on intellectual 
debate at the expense of 
action 

 

• Fails to consider the needs of 
a diverse workforce 
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GETTING THE BEST FROM PEOPLE 
Motivating and developing people to achieve high performance 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

• Implement HR strategy and effective people 
management to achieve key objectives 

• Implement communication strategy and ensure 
regular team briefings and site/ operational visits 

• Ensure effective delivery of Tayreview 

• Gets to know individual members of their team 
and their aspirations 

• Identifies and brings on employees who show 
potential 

• Knows when to step in and when not to 

• Listens and takes account of team/ individual 
views 

• Coaches individuals so they give of their best 

• Tackles poor performance or inappropriate 
behaviour 

• Creates and maintains a positive working 
environment 

• Manages people effectively through change 

• Praises achievement and celebrates success 

• Has a  fixed management 
style 

 

• Does not delegate 
challenging or interesting 
work 

 

• Blames others 
 

• Avoids giving bad news 
 

• Does not deliver Tayreview, 
team briefings, site visits at 
agreed frequency 

 

• Does not display the expected 
behaviours 

 

LEARNING AND IMPROVING 
Drawing on experience and new ideas to improve results 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

• Aware of own strengths, weaknesses and 
motivations 

• Applies learning from own and others’ 
experience 

• Builds productive relationships with people 
across and outside the organisation 

• Understands, values and incorporates different 
perspectives 

• Seeks new or different ideas and opportunities 
to learn 

• Readily shares ideas and information with others 

• Encourages innovation and learning from 
mistakes 

• Works with partners to achieve the best practical 
outcomes 

• Adapts quickly and flexibly to change 

• Not prepared to consider 
things from other people’s 
perspective 

 

• Assumes at the outset 
different perspectives need 
not be taken on board 

 

• Does not listen 
 

• Sticks to outdated methods 
 

• Unwilling to be exposed to 
risk or uncertainty 
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FOCUSING ON DELIVERY 
Achieving value for money and results 

EFFECTIVE BEHAVIOUR INEFFECTIVE BEHAVIOUR 

• Organises the work to deliver to time, budget 
and agreed quality standards 

• Negotiates for the resources to do the job 

• Rigorous monitoring of performance and results 

• Puts customers first 

• Is not deflected by obstacles or problems 

• Shifts resources as priorities change 

• Seeks continuously to improve performance 

• Makes best use of diverse talents, technology 
and resources to deliver results 

• Commits to delivery 
regardless of impact on team 

•  Focuses on the process 
rather than getting results 

• Avoids dealing with difficult 
problems 

• Takes sole credit for 
achieving results 

• Does not manage risks 
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Appendix 2 – Leadership & Management Development & Qualification 
Programmes                     

 

Tayside Contracts Corporate Induction (Mandatory training) 
All leaders and managers will receive a corporate induction tailored to their needs 
and designed to: 

 ensure they understand how their leadership and management role is linked 
to the business plan and service plans 

 explain all operational requirements and features 

 develop their personal objectives & development plan 

 introduce the aims, objectives, key strategies & values 
 

The Tayside Contracts Manager – Workshop (Mandatory training) 
All leaders and managers will attend the workshop designed to: 

 introduce managers to the organisation’s LMDS 

 discuss with them the expectations and behaviours  of a Tayside Contracts 
leader and manager 

 discuss the environment in which leaders and managers  are required to 
operate 

 develop their awareness of the expected leaders and managers 
competencies 

 identify the development opportunities available to them 
 

Modular Management Training Programmes 
Management training programmes will be available and designed to support 
areas such as organisational policy, procedures, health & safety, quality 
management etc.  They will be in a modular format and mandatory for each 
manager to attend: 
 

HR 
• Employment Law 
• Discipline & 

Grievance 
• Job Evaluation  
• Recruitment & 

Selection 
• Sickness absence 
• Performance at Work 
• Recruitment & 

selection 
• Interpersonal Skills 
• Tayreview (Appraisal 

skills) 
• Snowdrop  
 

Corporate  
• Investors in People 
• Making Excellence 

Happen 
 
Quality 
• Quality & 

Environmental Policy 
 
IT 
• Intro to Email 
• Intro to Intranet 
 

Finance 
• Budgeting 
• Integra 
• Financial Regs 
 
Health & safety 
• Health & safety for 

managers  
• Risk assessment  
• Accident investigation 
• Witness Skills 
 

Optional training programmes will also be made available and designed to 
support the individual’s personal development as identified through Tayreview.   
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Coaching skills 
Mentoring skills 
Assertiveness 
Delegating effectively 
 

IT skills 
Myers-Briggs Type 
Indicator (MBTI) 
Instruction techniques 
 

Presentation skills 
Time management 
Report writing 
Motivation skills 

Tayside Contracts Leadership Development Programme 
The Leadership Development Programme is designed to enhance the leadership 
skills and behaviours of senior managers. The programme runs over a period of 
12 months and is a combination of theory and practical application. Facilitated 
workshops are designed to ensure that managers understand the theory behind 
leadership and their role & responsibilities as leaders to demonstrate the required 
leadership behaviours and to deliver the key objectives set out in the 
business/service plans. The Leadership Practices Inventory is used to identify 
those leadership behaviours that are currently being displayed which are positive 
and those which require to be developed in order to improve leadership skills. 
  

Leadership Practices Inventory 

The Leadership Practices Inventory (LPI) is a Leadership assessment instrument 
created by James M. Kouzes and Barry Z. Posner. The questionnaire provides 
360 degree feedback on current leadership behaviour by measuring 5 leadership 
practices defined as Modeling the Way, Inspiring a Shared Vision, Challenging 
the Process, Enabling Others to Act and Encouraging the Heart.  An action plan 
and mentoring will follow the questionnaire to enable further development and 
improvement. 
 

Management Qualifications  
For some managers it may be appropriate to take part in a training and/ or 
assessment programmes which lead to a nationally recognised qualification.   
 
Vocational Qualifications in Management Studies 
Tayside Contracts supports Scottish and National Vocational Qualifications 
(S/NVQs).  They are designed for practising managers and focus on the ability to 
work competently in the workplace at a level appropriate to the role.  This 
competent performance is underpinned by knowledge, skills and personal 
attributes which can be developed through experience but which may require 
further development activity.  Further information on S/NVQs is available through 
the Safety and Training Team. 
 
Vocationally Related Qualifications 
Tayside Contracts supports the training & learning objectives established by the 
Institute of Leadership & Management (ILM) and will use their programmes of 
development. 
 

Programme Designation of manager 
  

ILM Diploma in Management This programme is for either practising or aspiring 
middle managers e.g. Senior Project staff/ Area 
Managers 
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ILM Certificate in 
Management 

This programme is for employees who are likely 
to become managers or who are already in the 
post but have little or no formal training e.g. 
Project staff/ Operational Managers 

ILM Introductory Certificate 
in Management 

This programme is for employees who are likely 
to become first line managers or who are already 
in the post but have little or no formal training e.g. 
Operational Supervisors 

ILM Introductory Team 
Leader Certificate 

This programme is for either practising or 
potential supervisors e.g. 
Chargehands and foremen/ Cooks in charge/ 
Cleaners in charge/ Team leaders 
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Appendix 3 – Leadership & Management Development Career Path                     

 
 
 

 
 

Tayside Contracts 
Corporate Induction 
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– Workshop 

 Within 2-3 
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Tayreview  
(using the core 
leadership and 
management 

competencies) 

  Within 6   
months of 
attending 
induction & 
repeated 
annually 

 
 

  

 

Personal Development Plan 
(These plans will take account of existing skills/ 

experience and competency, formulate development 
needs in line with the demands of the current/ future role 

and include priorities, timescales and methods of 
delivery) 

 

 
            

 

Modular 
Management 

Training 
Programmes 
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Modular 
Management 

Training 
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Management 
Qualifications 
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Appendix 4 – Burke Litwin Model    
                  

 

 


