Leaders Unltd 2010-11

Nominations Process Guidance Note: Annex A
Introduction and Purpose 
The Leaders UnLtd scheme, launched in 2006, has established a new approach to developing talent for the future Senior Civil Service (SCS). The following selection process is designed to attract the best candidates, yet provide a method of uncovering talented individuals within your organisation.

This guidance proposes a set of key principles departments can adopt to assist them in identifying candidates suitable for the next Leaders Unltd cohort.  Although is not possible, nor desirable, to have a one-size-fits-all approach to nominations across the Civil Service as different departments will have to work within their own organisational constraints and business context, the nominations process must be robust, fair and transparent. Some departments may be small enough to have a very centralised approach whereas others may wish to devolve an allocation of nomination places to management units, against a devolved budget, and then bring these together in a centrally co-ordinated way. 

Key Principles 
Whatever the approach, the process should consistently meet the same fundamental principles of:
• Fairness – assessing applications requires sensitivity to a range of diversity issues (gender, race, disability, educational background, caring responsibilities and working patterns, religion, culture and sexuality) and importantly, an understanding of how the applicant has demonstrated their readiness for the investment in their leadership development, and how that investment will help achieve business objectives. It is just as important to consider how ‘talent’ and aptitude is being judged and assessed – traditional notions and value judgements of what a future member of the SCS looks and sounds like can exclude, albeit unwittingly, certain groups. So it is critical to ensure that, as far as possible, judgements made on leadership potential and aptitude are fair and equitable; 

• Transparency – the criteria for nominations should be clear and deadline dates for submission of applications communicated as widely as possible. The deliberations of Nominations Panels are confidential, but the criteria that are applied to make judgements should be transparent; 
• Accessibility – where staff are working part-time, in local offices or regional agencies every effort should be made to ensure they can access advice within the department and can meet application submission deadlines. Reasonable adjustments should be made to support disabled staff to participate fully in the applications process and to ensure that they are not indirectly disadvantaged in the nominations process. Our experience of previous cohorts has shown a need for closer targeting of male BME and disabled staff who may be less confident in submitting an application; 

• Effectiveness - the new scheme will only be effective if the right calibre of candidates are enrolled into it, and the engagement of the department and line managers. Sending candidates on corporate positive action programmes who have not been suitably briefed on what is required of them, what they can realistically expect, or where line managers are not committed to support candidates development, has eroded the financial and emotional investment made in the candidate, sometimes resulting in disappointment and lowered morale post-programme; 

• Efficiency – the nominations process can be undermined if the effort of collecting and collating applications is disproportionate to the numbers being put forward or the perceived benefits. The guidance below is intended to provide a framework within which to run the nominations process, but we urge departments to streamline the application and nomination process to minimise bureaucracy as much us possible. 

	Step 
	What Action? 
	When? 

	1a 
	Department HR team to nominate a central point of contact for applications. Forms are downloadable from the website: http/leadersunlimited.nationalschool.gov.uk 


	Now 

	1b 
	HR, diversity advisors and management teams consider how the key elements and principles of the Learning Compact (downloadable from the website) will inform the nominations process. In particular, consider it in the context of the department’s other talent management initiatives, leadership development and diversity objectives. Line managers may need further information about the responsibilities that are set within the Compact, or support to help them lever and grow the talent of successful applicants, and to address the issues of managing more diverse teams. 
	Now 

	1c 
	Identify who should comprise your department nominations panel, with a senior (Director General level) chair. As the new scheme emphasises the important role and accountabilities that line managers and senior sponsors will have in supporting participants’ leadership development, it is vital that departments and line managers are engaged in assessing potential candidates’ eligibility. To strengthen this engagement we suggest that senior sponsorship of nominees, and those who are successful at the ADC, is at Director General level.

Logistics and size of department might require a more devolved approach, where Director Generals chair nominations panel for their own group of management units and then feed these results to a central department decision body.

Set dates now for the Nominations Panel to meet and consider applications; consider the criteria to be used for assessing applications. 

Ensure financial resources to support nominations are accounted for, and that line managers are aware of how it will be funded (i.e. from central, Management Unit or team funds). While this is a matter for departments, we suggest that the funding is set or accessed centrally or at least at a level in the department where unintended inequities of training access can be ameliorated.
	ASAP

	1d 
	Put in place mechanisms for data capture and diversity monitoring of applications and their success.  The Cabinet Office may require this data to analyse and evaluate the impact of the scheme. 
	ASAP

	2a
	Communicate the scheme widely, targeting the information in this guidance to line managers, HR advisors, learning and development teams, and at board level. Include dates for submission of applications, eligibility criteria and the criteria for selection. 
	June

	2b
	Consult communications teams on the best way to promote the scheme within your department. Brochures are available from the Leaders UnLtd website. If possible, HR and diversity teams to hold departmental promotional events. The Leaders UnLtd team in the National School may be able to visit and speak at these events.  We are always happy to talk to potential participants.

For potential candidates, the scheme website allows them to register interest, download an application form (for submission within their department) and walk through a brief tour of the ADC. Application forms should be sent to the departmental contact when complete
	June

	2c
	Departments are asked to create a positive and enabling climate within which applications can be submitted, by: 

• reminding applicants to have a conversation with line managers to discuss support for their application; 

• asking line managers to familiarise themselves with the nominations process, learning compact and the Leaders UnLtd scheme; and 

• encouraging participants to start discussions, as they complete their application, of initial ideas for a business critical project that they might undertake if they join Leaders UnLtd.

	June/July

	3
	Nominations panel(s) meets to consider applications and sift for the ADC. Departments may wish to consider putting in place an appeals procedure for those applicants who are not nominated for the ADC. Final decisions should be endorsed at Director General level.
	As appropriate

	4a
	Applications can be submitted electronically by email to leadersunlimited@nationalschool.gsi.gov.uk up until 6th September 2010. Alternatively, hard copies can also be sent to:

Mike Law
National School of Government

Sunningdale Park
Larch Avenue
Ascot

Berkshire

SL5 0QE
Each application should have financial backing for both the ADC and indicate the number of places that will be funded.
	6 September

	4b
	The Programme team will write to candidates by the end of September confirming their place at the ADC.  We will contact the department directly if there are any issues of eligibility.  Similarly we will discuss with the department if places for the ADC are oversubscribed.


	End of September

	4c
	The ADC is a two day event and will be held on 14-15 October 2010 and if numbers are such, a second ADC will take place on 21-22 October 2010, in London.  The ADC will include numerical and verbal reasoning tests, competency based interviews, role play (situational judgement) and a case study


	 October

	4d
	The ADC will work with the participant to provide them with a detailed personal development review utilising feedback from the assessors.  Each participant will have an in-depth developmental interview with an assessor which will provide the participant with a starting point to consider their development plans in advance of the programme.
	 October


Dates for Cohort LUL5
	
	Dates
	Location

	Module 1
	17-19 January 2011
	Sunningdale
Northcote House

	Module 2
	4-5 April 2011
	Sunningdale

Northcote House

	Module 3
	19-20 Sept 2011 
	Sunningdale

Northcote House

	Graduation
	14 March 2012
	London venue tbc

	
	
	

	Action Learning Set 1
	17 March 2011
	London (NSG)

	Action Learning Set 2
	21 June 2011
	Hosted by participant

	Action Learning Set 3
	24 Oct 2011
	Hosted by participant

	Action Learning Set 4
	19 Jan 2012
	Hosted by participant

	
	
	


Guidance on Nomination Panels – Membership and Criteria
Membership
Membership comprises

· Chair – normally at Director General level;

· HR / Learning & Development advisor;

· Diversity Team advisor;

· SCS operational front line or policy manager (non-HR)

· Optional:

· Staff association, diversity network or staff association representative.

Nominations Criteria
Nominations should be assessed on the basis of:

· eligibility – Grade 6, 7 or equivalent in the 3 SCS diversity target groups;

· progress towards departmental SCS diversity targets for women, BME and disabled employees (i.e. strategic priorities);

· quality of personal statement and individual commitment ;

· line manager’s statement, or if line manager has known them for less than 1 year, an additional, optional, reference from a previous line manager or someone who knows them well;

· applicant’s most recent performance appraisal evidence over more than 1 year;

· applicants should reflect, in their application form, how they feel they meet the PSG (Grade 7 & 6) competencies and their readiness to be developed to meet the SCS PSG levels. This should be demonstrated with practical examples.

Panels will wish to consider the applicant’s suitability in the light of:

· their individual readiness – will the opportunity to participate in the scheme unlock latent leadership potential that would otherwise remain untapped?

· organisation readiness / business needs - how will this investment in leadership development contribute to the department’s business and service objectives and is this investment timely?

· personal commitment – how strongly and with what evidence the applicant has made the case for participation on the programme; are they prepared to commit to the rigour of study and attendance and, with reasonable adjustments, manage day to day workloads?

· past performance – consistency over time and range of demonstrable qualities that indicate leadership potential?

Appeals
This is a matter for departments, but it is recommended that departments consider putting in place an appeal procedure at the start of nominations arrangements.
If an appeal process is put in place then a senior manager who is independent of the appellant’s application should be appointed to consider appeals against nomination. They should be advised by an HR and / or diversity advisor. The decision of the senior manager considering the appeal should be final, but departments will want to monitor appeal outcomes as part of the overall data capture about applications and nominations to for assess any trends or issues that may need further intervention.
Nominations Cover Sheet

Nominations should be emailed to leadersunlimited@nationalschool.gsi.gov.uk
Or alternatively, hard copies can be sent to:

Mike Law
National School of Government

Sunningdale Park
Larch Avenue
Ascot
Berkshire
SL5 0QE
The closing date for nominations is 6th September 2010.
Please send your nominations with the following information.

Departmental contact for nominations

Name


Department

Email

Telephone Number

Applicants names, and (if appropriate) priority order for the Scheme.

 A N Other (1) 

 A N Other (2) 

 A N Other (3) etc,… 

I confirm the financial sponsorship of £2375 for each applicant to the Assessment and Development Centre

…………………………………………(signature) 

I confirm the financial sponsorship of £5950 programme, plus £2500 bursary for (add number of applicants) will be available *delete if appropriate.

…………………………………………(signature) 

…………………………………………(date) 

Payment dates:

ADC 



£2375

October 2010
Programme


£5950  
January 2011
Discretionary Bursary
£2500

January 2011

