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TUT LICENCE TO LEAD 

TUT Management and Leadership Development 
2008
Targeted group:  Post levels 1-6.

	Module 3
	TRANSFORMATIONAL LEADERSHIP:

The 5 practices of Effective Leaders

	Practice 1:
	Challenging the Process

	Learning Outcomes
	· Upon completion of the Challenging the Process workshop, participants will be empowered to:

· Describe the leadership behaviours associated with Challenge the Process

· Recognise situations which require leadership

· Experiment, innovate and take risks at a personal and group level

· Recognise themes and patterns in their own response to challenging situations

· Describe how leaders develop higher levels of ownership among their constituents

· Evaluate their own and their organization’s receptivity to change

· Champion change efforts and become a “change agent”

·  Deal with change resistance and manage people to create a change-ready organization

· Describe how leaders deal with change and uncertainty

· Recognise their own strengths and weaknesses in the practice of Challenging the Process
· Identify specific actions for Challenging the Process in the workplace

	Purpose
	To equip learners with the ability to apply the skills of Challenging the Process to enable them to search for opportunities to take the risks needed for growth

	Entry

Requirements
	· Previous experience in leading people

· Knowledge of the department or division's current context

· Knowledge of management skills:  planning, organizing and control

· Knowledge of organizational policies, procedures, vision, mission strategy, values, culture and ethics

	Assessment Requirements
	Successful completion of written assignment

	Practice 2:
	Inspiring a Shared Vision

	Learning Outcomes
	· Upon completion of the Challenging the Process workshop, participants will be empowered to:

· Recognise the attributes of an inspiring vision

· Describe techniques for communicating an inspiring vision

· Develop the key elements of an inspiring vision for the groups they lead

· Recognise their own strengths and weaknesses in the practice of Inspiring a Shared Vision
· Identify specific actions for implementing Inspire a Shared Vision in the workplace

	Purpose
	To equip learners with the skills to develop a inspiring vision statement and communicate it in a way to achieve team buy-in and commitment towards the vision

	Entry requirements
	· Previous experience in leading people

· Knowledge of the department or division's current context

· Knowledge of management skills:  planning, organizing and control

· Successful completion of Module 1

· Successful completion or proven competence in Module 3 - Challenging the Process

	Assessment Requirements
	Successful completion of written assignment

	Practice 3:
	Model the Way

	Learning Outcomes
	· Upon completion of the Model the Way workshop, participants will be empowered to:

· Identify the two commitments of Model the Way

· Identify the four key characteristics that fifty percent or more of constituents admire and look for in their leaders

· Describe what credibility is and why it is the foundation of leadership

· Identify the values or principles that will guide their actions

· Assess the impact of their own Integrity Assessment Profile (IP200) on their ability to Model the Way

· Identify specific actions they will take to model their values

· Recognise their own strengths and weaknesses in the practice of Model the Way

· Identify specific actions form implementing Model the Way in the workplace

	Purpose
	To equip learners with the ability to communicate their fundamental values and organizational key beliefs and to focus people’s efforts on values though their own actions

	Entry requirements
	· Previous experience in leading people

· Knowledge of the department or division's current context

· Knowledge of management skills:  planning, organizing and control

· Learners must have successfully completed the Module 1

· Proven competence or successful completion in Module 3 and 4

	Assessment Requirements
	Successful completion of written assignment

	Practice 4:
	Enabling Others to Act

	Learning Outcomes
	· Upon completion of the Enabling Others to Act  workshop, participants will be empowered to:

· Recognise actions and situations that foster collaboration and contribute to building teamwork and trust

· Recognise actions and situations that contribute to people feeling enabled and disabled

· Recognise actions that contribute to strengthening others

· Recognise their won strengths and weaknesses tin the practice of Enabling Others to Act

	Purpose
	To equip learners with the ability to build collaboration, teamwork and trust as well as to strengthen the ability of others to excel 

	Entry requirements
	· Previous experience in leading people

· Knowledge of the department or division's current context

· Knowledge of management skills:  planning, organizing and control

· Learners must have successfully completed Module 1

· Successful completion or proven competence in Module 3, 4 and 5

	Assessment Requirements
	Successful completion of written assignment

	Practice 5:
	Encouraging the Heart

	Learning Outcomes
	· Upon completion of the Encouraging the Heart  workshop, participants will be empowered to:

· Identify the two commitments of Encourage the Heart

· Recognise the importance of giving meaningful recognition

· Identify the actions and situations that contribute to people feeling appreciated and recognized for their contributions

· Give meaningful public recognition

· Recognise their own strengths and weaknesses in the practice of Encouraging the Heart

· Identify specific action for implementing Encourage the Heart in the Workplace

	Purpose
	To equip learners with the ability to recognize the accomplishments of others

	Entry requirements
	· Previous experience in leading people

· Knowledge of the department or division's current context

· Knowledge of management skills:  planning, organizing and control

· Learners must have successfully completed Module 1

· Successful completion or proven competence in Module 3, 4, 5 and 6

	Assessment Requirements
	Successful completion of work based assignment

	Training Days
	4


Presented by Prof Theo Veldsman
Dates (you need to attend all 4 days):  
Part 1:  22 & 23 April 2008
Time:

09:00 – 16:00

Venue:
Thupellong (4:151), Pretoria campus
Cost:

Free for TUT staff
A 360 degree pre-assessment will be conducted prior to the workshop.  Please arrange for the assessment by contacting Dr Tessie Herbst at least 3 weeks prior to the commencement of the first workshop. 

Bookings: Manager can e-mail the nominated staff name list with the course name and date to Henda Britz (britzsh@tut.ac.za)
	Module 7
	Academic Leadership for Research

	Learning Outcomes
	· Upon completion of the workshop, participants will be empowered to:

· Assess and describe the current level of research leadership and research culture within their department

· Do a gap analysis to determine development needs

· Assess their personal leadership qualities and actions associated with successful research and scholarship

· Identify their strengths and development areas regarding effective research leadership 

· Develop an action plan to enhance the research culture and help improve research productivity within the department

· Develop a departmental research strategy

	Purpose
	Overall purpose is research leadership capacity building within TUT within a technology enriched environment. 

	Entry requirements
	Must be a HOD in either an academic or support department

	Assessment Requirements
	Successful completion of WebCT assignments
Successful development and presentation of departmental research strategy

	Training Days
	5


Part one: The TUT research environment, presented by Dr Karin Dyason (TUT)

Date:  

6 May 2008

Time:
   
08:30-16:00

Venue:   
Thupellong (4:151), Pretoria campus
Cost:

Free for TUT staff

Part two:  Research Leadership, presented by Prof Theo Veldsman (UJ)

Date:  

13-14 May 2008

Time:
   
08:30-16:00

Venue:   
Thupellong (4:151), Pretoria campus
Cost:

Free for TUT staff
Bookings:   Manager can e-mail the nominated staff name list with the course name and date to Henda Britz (britzsh@tut.ac.za)
	Module 12
	Project Management

	Learning Outcomes
	Upon completion of the Project Management workshop, participants will be empowered to:

	Purpose
	To equip learners with the ability to 

	Entry requirements
	Learners must have successfully completed the module 

	Assessment Requirements
	Successful completion of written assignment

Successful completion of computerized simulation

	Training Days
	3


Free for TUT managers.
Sponsorship available to attend external programme.  Please contact CCPD via e-mail herbstt@tut.ac.za 
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TUT MANAGEMENT DEVELOPMENT PROCESS

TUT Management and 
Leadership Development Intervention

Project Leader:

Dr Tessie Herbst

CPPD

herbstt@tut.ac.za
Target group:


All management staff (academic as well as non-academic) from post level 1-6.
Rationale:

One of the guiding principles as stated in the TUT Management and Leadership Development Strategy is that development will be “a feedback intensive development processes, to increase the level of self-awareness/knowledge”.

This assessment data will be utilized to determine development priorities on an individual, faculty as well as institutional level and enable CCPD to target training and development interventions on these identified priorities.  It will also provide us with a holistic picture of the current profile of strengths and development areas regarding management abilities and competencies.
The aim is solely developmental and will assist CCPD to ensure that structured development is provided, in order to assist all managers within TUT to be developed to the required standard.

Assessment Instruments:

The following assessments will be conducted to determine development needs and compile individual as well as organizational development plans:

· Leadership for Academic Work 

A 360-degree web-based assessment instrument that provides in-depth feedback to academic and non-academic managers on their effectiveness as academic leaders.  Each target manager will receive a confidential report based on the following dimensions of academic leadership.

1.
Leadership for research*
2.
Leadership for teaching*
3.
Fair and efficient management

4.
Strategy and Vision

5.
Transformational and collaborative leadership

6.
Development and recognition

7.
Interpersonal skills
*Academic managers only
· The Occupational Personality Questionnaire (OPQ)
· An internet based assessment on the basis of which the following three reports will be generated:

· Management Competency Profile

· Team Types

· Leadership Styles Report

· Integrity Profile (IP 200)

The Integrity Profile (IP-200) is an integrated measuring instrument of ten substructures specially developed to assess the complex construct-field normally known as integrity. The ten-scale integrity profile reflects the individual’s unique profile in the crucial sub-fields, which are related to the integrity construct (e.g. trustworthiness, credibility, work ethic, manipulative abuse of power, transformation commitment and attitude)  An Organisational Integrity Profile; representing the unique, summarised profile for an entire faculty/unit as well a  TUT profile will also be available.

· Bar-On Emotional Quotient Inventory (EQ-i)
Research suggests that high levels of EQ in some areas can help predict leadership success.  Five general areas or realms of EQ will be assessed:

1. Intra-personal

2. Interpersonal

3. Stress Management

4. Adaptability

5. General Mood

Process that will be followed:
	Assessment Instrument
	Assessment process
	Information Requirements

	Leadership for Academic Work
	An intranet link will be sent to all target managers. The questionnaire will have to be completed within the timeframe provided for each faculty/unit.

Two versions of the questionnaire will be available:

Self version – completed by the target manager to assess him/herself

Observer version – completed by the nominated observers
	Faculty to nominate a contact person/coordinator with whom CCPD can liaise regarding administrative issues.  This person needs to provide CCPD* with the following information:

Personal information:

A complete list of names, surnames, staff numbers and e-mail addresses.

List of nominees for each target manager:

Each target manager needs to nominate 5 colleagues apart from the Dean/Director (peers, subordinates) that will be asked to provide feedback to the target manager, using the “observer” version of the same questionnaire. These nominated observers need to be informed by the target manager about the process.

	Occupational Personality Questionnaire (OPQ)
	An internet link will be e-mailed to all target managers by an external company, SHL, the license holder for this assessment. A password will be provided to each target manager to gain access to the system.
	E-mail addresses of all target managers.

Questionnaire needs to be completed within the timeframe provided.

	IP 200

AND

Bar-On EQ-i
	These two assessments are not available on-line and needs to be completed as a group on a date and time as provided by the faculty coordinator.  Each assessment takes about 30 minutes to complete.
	Faculty coordinator to provide CCPD* with a time and date (e.g. before a faculty board meeting)

	* (Dr Tessie Herbst, herbstt@tut.ac.za, 012 3825901)


Management and Leadership Development Curriculum
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TUT Management and Leadership Development Strategy

By Dr Tessie Herbst (TUT)
1.  TUT need for management and leadership development

To be successful TUT needs both good management and good leadership. As Kotter (1990) argues, neither is better than, nor a replacement for the other and that the real challenge is “to combine strong leadership and strong management and use each to balance the other.”  

The TUT institutional operating plan states that “Management and leadership development, especially black leadership, is one of the key dimensions identified as a national and institutional priority for staff development.”   In order for TUT to achieve its strategic objectives, the need for strong and skilled leadership and management, has been emphasised by stakeholders at all levels in TUT.

2.  PURPOSE

· To ensure that structured development is provided to ensure that all HoD’s
 within TUT are developed to the required standard to facilitate the achievement of TUT’s business objectives which will positively impact on throughput
· The need for TUT to define their expectation of managers so that they are better able to identify development needs and measure performance – to ensure consistency of management practices.
· Fast track high potential black managers and women by means succession planning

3.  OBJECTIVES

· To formulate and implement a management development strategy.
· To appoint Management Development Steering Group to inform and support this activity.
· Use of a competency based approach for all management levels to define what TUT expects of its managers.
· To involve line managers at every stage.
· To provide more structured feedback to enable managers to assess their own performance and their impact on others.
· To undertake a needs analysis against the competency matrix in order to ensure that only relevant opportunities are offered
· To develop development plans:
· Institutional
· Operational unit
· Individual
· Develop and implement a range of effective learning and development opportunities to meet identified needs.
· Establish a web-based management resource centre containing a range of resource material particularly to support self-directed learning.

4.  Strategic Imperatives

· Driven from the top with specialist support from CCPD – the impetus for management and leadership development must come from the EMC.  The future of TUT and management development as well as the future talent pool are seen as inextricable linked.
· Leadership Development supports and drives the institution – the key is that leadership development activity drives and is in step with the vision and values of TUT.
· Development of a management learning culture 

· Learning by individual managers is rewarded, and the institution promotes the ownership of learning by all its members

· Identifying and developing high potential internal candidates to address employment equity targets.  

· Blended learning approach.  Varied degrees of formal, explicit development activity – different amounts of formal versus informal development activities are used.  Whether information development or formal development is combined or preferred has to be reviewed against changing circumstances.

· Address sectorial priorities as identified in the sector skills plan of the ETDPSETA.

5.
SUGGESTED PROCESS

· Management competencies identified per level (see appendix A)

· Different development routes for different levels

· Action learning approach where work experience (learning from both work role and work relationships) is used as the primary source of management development.

· Development of an innovative incentive scheme to reward competence by means of a portfolio of evidence by individual managers

· Management development provision/learning activities which are:

· Research based

· Competency-based

· High quality/high profile presenters

· Strong business focus

· Rigorous evaluation

· Build on learning form work experience (action learning)

· Strategic partnerships with other HE institutions and statutory bodies (e.g. HELM & HERS-SA programme)

· Robust, individual performance management processes will be required across TUT.
· Blended learning approach.
· Linked with a systematic holistic mentorship programme
· Proven competence compulsory in selected competencies (see Appendix B)  for all HOD’s to obtain the TUT Licence to Lead Certificate
· Completion within two years of enrolment into the programme/appointment
6.  GUIDING PRINCIPLES
Business-driven management development:
· TUT institutional strategy & objectives promotes management quality and performance as vital to competitive success, and prescribes resources for management development practices and initiatives
· EMC is committed to management development and actively supports implementation to the strategy.
· Senior management legitimates the process by their own active participation
· Management development strategy aligned with TUT’s institutional strategy in place.
· Ownership at the level of the individual, the operational unit and the organisation. 
· Feedback intensive development processes, to increase level of self-awareness/knowledge.
· Management development model (see appendix A) which recognise the distinctive nature and characteristics of higher education.
· Development and implementation of this strategy requires investment and adequate resources.
· The emphasis should be on the development of effective practitioners.  International best practice management and leadership development ……. with an African Touch
· Learner-driven, reality-based and action orientated.
· In partnership with line management.

7.  IMPLEMENTING THE STRATEGY

· Building a rigorous evaluation system into all the development opportunities that quality, relevance and cost effectiveness can be monitored continually

· Align with other HR processes (e.g.  performance management, succession planning)
· Assumption about the institutional culture needed and assumptions by the EMC of the nature of leadership will influence the type of development undertaken for HoD’s. (E.g. whether leadership is seen as individualistic or as existing in teams and at all levels will influence development practices and the relative emphasis on each.
· The responsibility for implementing the strategy will lie with all TUT’s managers.  The responsibility for supporting learning by means of growth and development opportunities, lies with CCPD
· Will require close cooperation between all stakeholders
· Steering Group (plays the role of an advisory committee)
· Information on new developments, resource materials, research and high quality programmes.
· Ensuring that management development activities are strategically focused on achieving TUT business objectives.
· Top management
· Ensuring the implementation of the strategy
· Managers (HoD’s & supervisors)
· Taking an active interest in pursuing their own learning and development opportunities
· CCPD
· Providing and promoting learning opportunities activities where appropriate, which are consistent with MLD strategy and with TUT’s institutional goals and objectives
· Contract specialised staff development resources to provide a range of management development activities within TUT
8.
SHORT TERM STRATEGY

· Get the VC on board as Champion of all leadership development initiatives
· Liaise with EMC members regarding Management Development
· Appoint Management Development Steering Group
· Finalise Management Development Strategy
· Implement Strategy
· Executive level – contracted out in the short term with capacity building approach
· HOD level – immediate focus area
· Supervisory level – appoint project manager
· Design and implement incentive scheme
· PMDS to be used as a vehicle to facilitate management development 
APPENDIX A

APPENDIX B
Management and Leadership Development Curriculum









APPENDIX C

APPENDIX D:

Criteria for PARTICPIATING IN incentive scheme:

· Open for all staff in management positions (post level 8 – 1) with at least a NQF level 6 qualification

· Development areas to be selected in line with candidate’s PDP

· Competence in all compulsory modules needs to proved 

· Evidence of competence acquired as well as impact on performance improvement must be provided by means of a portfolio of evidence

· Competence against assessment criteria may be proved via RPL, individual assessments, or the PMDS

· Leadership effectiveness pre and post-assessment compulsory 

· Incentive money may be utilised for further training and development purposes e.g. attendance of conferences, workshops, seminars nationally or internationally

· Compulsory must be completed (TUT Licence to Lead) within two years of enrolment into programme
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� Heads of Department is a term used throughout this document to represent all university leaders both academic and administrative
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