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RHODES UNIVERSITY
Proposed Staff Management and Leadership Development Programme


1. Background and introduction
In previous years and under the old HR structure, the Human Resources Development Office ran a HoD induction programme for new heads of academic departments as well as a management development programme. With staffing difficulties and the implementation of the new HR structure and therefore a lack of capacity, these programmes were not run. With the employment of the OD Specialist and an almost full HR staff complement, the Division now has the capacity to revisit the conceptualisation and implementation of these programmes.  In the last few months, the HR Division has been meeting with a consultant for the design of these programmes. 

2. The Need
The need to implement an effective management and leadership development strategy relates to the institutional and staff challenges.  Effective managers and Heads of Departments with the necessary competencies (knowledge, skills and personal attributes) are needed to:
· Support the academic project, responding to the needs thereof in a creative and flexible manner
· Ensure effective management at multiple levels of the institution particularly given an environment increasing in complexity with limited resources
· Drive modernisation
· Ensure continued sound fiscal management
· Ensure an inclusive institutional culture supportive of employment equity
· Conceptualise and implement strategies to support the attraction and retention of staff.

This project is also linked to identifying prospective managers and will be supportive of employment equity initiatives in that regard.

3. The proposed programme
A three part programme is proposed:
· Middle management development programme
· Head of Department[footnoteRef:1] transition programme [1:  This refers to Heads of academic departments.] 

· Leadership development programme

     The learning paradigm to be followed is consistent with the six breakthrough learning disciplines of: 
· Define outcomes (link program to institutional objectives, articulate what participants will do differently)
· Design a complete learning experience (include all 4 phases of learning, plan and manage learning transfer process)
· Deliver for application (ensure relevant to own work, provide time for practice with feedback, use methods that make learning memorable)
· Drive learning transfer (put in place systems and processes to support transfer)
· Deploy performance support (engage participants’ managers, provide job aids and performance support systems, ensure availability of feedback and coaching)
· Document results (use insights to drive continuous improvement, assess learners, market results)
(Reference: Wick. C, Pollock. R, Jefferson. A. (2010). The Six Disciplines of Breakthrough Learning. How to turn training and development into business results. San Francisco: Pfeiffer) 
In line with the learning paradigm described above, within the middle management and leadership development programmes, the following is planned:
1. Preparation of learners to embrace their learning needs;
1. Identification of specific needs and outcomes within the various threads of the learning curriculum already identified;
1. Development of necessary materials to support the proposed blended learning interventions;
1. Development of guides for critical conversations in order to facilitate transfer of learning and ensure that current managers/Deans take ownership for the development of their staff;
1. Development of job aids to support use of skills on the job;
1. Assessment of skills gained;
1. Train the trainer guides;
1. Actual execution of the development programme. This will be done by HR practitioners and senior staff in the institution.

In the case of the Head of Department transition programme, individuals, already full-time academics, serve as a part-time HoD for a period of three years. The programme is intended to ensure a smooth transition from academic to HoD.  The following is planned:
1. Development of self-study resource guides which can be accessed before the academic starts as HoD or once on the job if a particular challenge needs to be managed;
1. Further development of a web-based resource HoD guide. This guide has already been developed in terms of institutional support that is available to HoDs but needs further development in terms of the role of HoD, challenges facing HoD, effective strategies as HoD. The proposal is to include think pieces  or resource guides on these and other relevant issues;
1. Development of the mentoring programme and/or resource guides for those acting as mentors for HoDs. While a mentoring system has just been implemented, for HoDs, currently there is no support or training programme for these mentors;
1. Development of coaching and application activities for the new HoDs.

In the case of all three of these projects and programmes,  an ‘empowerment model’ is being proposed to develop the necessary internal capability to deliver the learning within the institution i.e. the training itself will be done through Rhodes University’s own leaders, managers and facilitators. In summary, the key element of this proposal is for the external provider to develop the necessary materials and work with capacitating an internal team of facilitators. 


4. Implementation programme
The consultant will be doing the necessary design work. HR will be identifying the future facilitators. Training of the “trainers” took place in November 2012.   A pilot site will also be identified in the next few months.  Further roll-put will depend on whether or not SETA funding is available. 

Written: Director, HR
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STAFF DEVELOPMENT FRAMEWORK

OPERATIONAL ADMINISTRATIVE COORDINATING SUPERVISION MANAGEMENT  LEADERSHIP ORGANISATIONAL

STRATEGY DEFINITION STRATEGY

Technical competencies as 

per job profile

Administrative competencies 

as per job profile e.g. payroll

1. Ability to allocate 

predetermined tasks 2. 

Ability to redeploy staff to 

ensure completion of work 

3. Ability to monitor 

progress and identify 

problem areas and report 

those to the Supervisor

1. Ability to plan tasks 

and to schedule work 

amongst staff 2.  Ability 

to implement set plans 

3. Ability to conduct on 

the job training 4. 

Ability to monitor 

progress against set 

goals and conduct 

corrective counseling if 

necessary. 

1. Ability to formulate 

strategic objectives for 

the area 2. Ability to 

organise and optimise 

all resources 3. Ensure 

that capacity and 

capabilities are 

developed at the 

individual and team 

levels 4.  Ability to 

monitor activities in 

the work area  and 

deal with problems.

1. Ability to contribute 

to overarching 

institutional strategies 

and goals 2.   Optimal 

leading of staff to 

achieve a common 

goal (short and long 

term) including leading 

for change. 3. 

Generic competencies 

required for staff 

irrespective of role   

Supervision course

Management training 

(competencies, HR 

HERS -SA programme 

for female members

isiXhosa training

Shop steward training

Lecture's orientation Office Administration course

Health and safety, 

First aid training

Conferences and seminars Computer literacy courses

Core business 

(departmental 

JRC funding for 

research/attending 

Ad hoc customer 

service training

Career management 

training

Memberships of 

professional institutes

Regular news updates from 

service providers

Guidelines to explain 

coordinating 

responsibilities 

Guidelines to explain 

supervision 

responsibilities 

Web page HOD Guide

Leadership induction  

to new leaders

Wellness related 

presentations

Discussion forum on 

supervision related 

topics

HoD forum

Website leadership 

FAQ

Middle management 

forum 

HR tool kits

Guidelines to explain 

management 

responsibilities 

Kuyasa programme

Academic staff accelerated 

development programmes

Internships (Support staff)

Apprenticeships

Matric and ABET 

programme

Yellow: currently running

Coaching 



Education

Mentoring

Remission of fees for studying at RU

CE funding for studying at institutions other than RU

Longer-term 

development strategy, 

preparation for a new role 

or higher level post

COMPETENCIES = KNOWLEDGE, SKILLS AND PERSONAL ATTRIBUTES NEED TO EXECUTE JOB TO REQUIRED STANDARD

Structured short term 

process of transferring 

knowledge, skills and 

competencies with the 

specific goal of improving 

capability and 

performance.  

The provision of 

information, suggestions, 

advice and guidance, 

provided in the form of 

literature, tool-kits, 

guidelines etc.

Training on specific issues e.g. training on R&S processes, disciplinary 

processes

Training and professional 

development 

opportunities

Informational and 

networking support



Induction training



Ad hoc training fund for specific training

Policy presentations



Learnership coaching 

for identified 

Managers / HOD's


