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“Performance through leadership

Context:

My project was entitled “Performance through leadership”, the emphasis being on the interconnection between the two. The real quest behind the title was to articulate what kind of leadership we felt to be the key to enabling people to give of their best. In the past we have rehearsed the “competence framework” debate long and hard and remain convinced that we do not want to end up with some highly complex, mechanistic model of leadership which just becomes the target for passive resistance. However we have increasingly recognised the need for some kind of framework which articulates the leadership and management capabilities we need now and in the future, the behaviours we wish to encourage, and the underpinning values we feel to be part of our identity. So how do we tread this difficult path?

Methodology:

Creating our Leadership Model

External conversations

In Term 1 the emphasis was on external conversations with other organisations in the public, private and voluntary sectors. I had access to two interesting external networks during the year, and held semi-structured conversations with key personnel in the following:

· OD Roffey Park programme – 18 participants ranging from Lexmark and easyJet to NHS trusts and Jane’s Information Group
· National Investors in People network – 3 in-depth conversations with Fujitsu Services, The Arts Council and Sevenoaks District Council. These will be made into three case studies as the material was so useful.

Some headlines from these conversations:

· All organisations in scope had a model or framework of some kind.

· Articulation of that model or framework becomes essential at certain points in an organisation’s life

· It’s the conversations  that really matter

· Involve as many people as possible in those conversations
· Keep it simple: the essence, not 200 competences

· The articulation of shared values is essential: what unites us? Why are we here?

· Chief Executive support and modelling from the top are vital to success
· Approaches to leadership development commonly followed the 70/20/10 rule i.e. 70% on the job, 20% experiential, 10% classroom based

· The model is only part of the picture. In the more open, forward-looking organisations staff surveys, 360 feedback, coaching support, reward and recognition strategies, are all common practice. The message is that leadership matters.
Internal conversations

In Term 2 the focus was on internal conversations. These took place with staff groups, governors, senior managers and heads of departments in a variety of contexts including a residential conference, focus groups and 1:1 repertory grid interviews. All  who have participated have found these conversations interesting, challenging and enjoyable, and a lot of good, positive stories have emerged. The information was used to inform the development of our Leadership Model (attached). The model was used as the basis for two Development Centres which ran in March and June and which 21 HODs have attended. The model is also a central focus of our action plan for our impending Investors in People re-assessment in January 2008.
During Term 3 I turned my attention to the university sector. Utilising the OD in HE network of which currently around 35 universities are part, I held conversations with colleagues at the Universities of Leeds, Winchester, Southampton, Portsmouth, and with Professor Philip Sullivan in relation to the “Learning from America” series. Universities, as always, present a rich and diverse picture. All those I spoke to are fully engaged with the leadership challenge but are pursuing it in very different ways, some going down the behavioural competence route, others celebrating the inherent messiness and complexity of university life and quite content to live on the edge of chaos!

The future:

Embedding the model

At Christ Church we have gained a lot from developing our model, and we intend to use that model creatively rather than mechanistically. The fellowship has achieved its stated outcomes and the project went according to plan. The proof of its usefulness will be in this next “embedding” phase, which we estimate will take us 2-3 years, during which time we expect to adopt a more structured approach to the development  of our existing and emerging leaders. We expect that our “leadership conversation” will continue and that those new and existing leaders will help to shape our future leadership development programme to the benefit of all our staff.
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