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Example Core Competency 
Development Programmes 

 
 
This material consists of two examples of Core Competency Development programmes. 
The first is a simple agenda and refers to the Core Competency Assessment materials, 
which can be found under Audits & Assessments. The second programme, which was 
developed for a Public Sector organisation contains both the competencies and the 
learning materials. 
 
If you have any queries about either example please feel free to contact us. 
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Example 1   

Senior Management Core Competency 
Development Programme 

  

Day 1:   Tuesday 24th September  

08:30 – 08:45 Welcome - AB  
08:45 – 09:30 Background & Objectives - AS 
09:30 – 10:15 Personal introductions - JL  
10:15 – 11:00 Successful Personal Development - GB 
11:00 – 11:15 Mid-morning Coffee/Tea  
11:15 – 12:30 Verbal Reasoning Test - KMc  
12:30   Lunch – Finger Buffet 
14:00 – 15:00 Numerical Reasoning Test - KMc 
15:00   Afternoon Coffee/Tea 
15:00 – 18:00 Structured interview JL x 2 / GB x 1 / CD x 2 / AB x 1  
   Watson Glaser Test 
   (Note. These activities will run in parallel) 
18:00 – 18:30 Team exercise   
19:00    Pre-dinner drinks 
19:30   Dinner with the Local Leadership Team 
 

Day 2:   Wednesday 25th September  

08:30 – 09:00 Sharing the Learning – AB / GB 
09:00 – 10:30 Jung Type Indicator, Personality Profile – Feedback AB  
10:30   Mid-morning Coffee/Tea 
11:00 – 12:30 International Business Capability - Exercise - GB 
12:30   Lunch – Finger Buffet 
14:00 – 15:30 Feedback and mentoring  
15:30   Afternoon Coffee/Tea 
16:00 – 17:30 Customer Drive – Exercise - JL 
17:30 – 18:00 Planning for Group Project  
19:00   Pre-dinner drinks and discussion with Steve  and guest  

20:00   Dinner  
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Day 3:   Thursday 26th September  

08:30 – 09:00 Sharing the Learning – AB / GB 
09:00 – 09:30 Competencies report and Personal Development Planning - GB 
09:30  Mid-morning Coffee/Tea   
10:00 – 11:30 Individual feedback and mentoring 

 - producing your Personal Development Plan 
11:30 –12:15  Presenting your plans - AB 
12:15 – 12:30 Force Field Analysis - GB 
12:30   Lunch – Conference Style Buffet  
13:30 – 14:30 Planning the Group Project - GB  
1430 - 1530  Feedback from delegates – AB 
1530   Close  

 

Note. All participants will have at least one individual mentoring meeting during the 

workshop. 
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Example 2 

 

XXX CORE COMPETENCY DEVELOPMENT PROGRAMME  

 

Introduction 
 
This programme is designed to provide participants with an understanding of managerial 
processes and the knowledge and skills required to manage people effectively. It runs in 
three main stages starting with a two-day introductory workshop leading to the creation of 
a personal development project. Stage two, which lasts between four and six weeks 
provides the opportunity for participants to implement their personal development plans. 
Stage three is a one-day plenary meeting in which participants share what they have / 
have not achieved and agree the next steps in their personal development journey. 
 
Objectives 
 

 To provide a development opportunity for people who have recently been 
appointed to first-time management positions 

 To improve the effectiveness of the management process in XXX 
 To enhance productivity in XXX through adopting ‘best’ management practice 
 

For 
 
People about to take up first-time management positions through internal promotion or 
from external appointment. 
 
Method 
 
This is a development programme; the approach is based on three guiding principles: 
 

(1) Human beings learn best from reflected practice. 
(2) The best test of any learning is trying it out in action. 
(3) The process of learning is greatly strengthened by regularly sharing the 

experience with others who are also learning by doing. 
 
Syllabus 
 
The programme uses the XXX core competencies as the development vehicle, see 
annex A 
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Outline programme 
 
Stage 1 – Development Workshop 2 days  
 
Day 1 
 
1000 – 1030 Introduction and Objectives  
1030 – 1130 Managing for performance - The XXX Competency approach 
1130 – 1300 Organisational Values 
1345 – 1515 Management Competencies - Cluster 1 - Organising 
1530 – 1700 Management Competencies - Cluster 2 - Working with Others 
 
Day 2 
 
1000 – 1130 Management Competencies - Cluster 3 – Personal Effectiveness 
1130 – 1300 Management Competencies - Cluster 4 – Problem Solving and Decision  
  Making 
1345 – 1515 Competency profiling and action planning 
1530 – 1700 Creating and sharing development projects 
1700  Review and close 
 
Stage 2 – Implement development plans – 4/6 weeks 
 
Participants return to work and work to implement their personal development plans. 
 
Stage 3 – Learning review meeting – 1 Day  
 
0930 – 0945 Introduction and Objectives  
1000 – 1230 Participants share the feedback and agree development needs 
1330 – 1500 Open forum discussion & prepare for meeting with sponsoring managers 
1515 – 1630 Review achievements with sponsoring managers & agree the way ahead 
1630  Review and close 

 
Expected results 
 
On completion of the programme participants will: 
 
1. Have a greater awareness of the role of manager in managing performance. 
2. Have identified current transferable skills and identified those skills yet to be 

developed. 
 
In addition XXX will have: 
 

1. A group of people who have gained and are still gaining, new skills for the future 
2. Improved performance through a motivated workforce 
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Annex A 
 

Towards Excellence – XXX Competence Framework 
 
The following is an overview and brief definition of the elements and competencies.  
Additional information, example behaviours and related development opportunities will be 
provided for managers on the Learning and Development website when the framework is 
launched: 
 
People and Communities: XXX exists to serve the people and communities of the 
region, so they are at the centre of the Framework, to emphasis the link between the way 
we work and the purpose of our work. 
 
Organisational Competencies - How We Work: There are four organisational 
competencies which are derived from the values underpinning the Strategic Plan.  In 
applying to all employees they define the values and skills and the accordant behaviour 
expected of everyone:   
 
People and Community Centred: Concern with focusing on and meeting the needs, 
concerns and desires of people and communities. All parties are actively considered and 
consulted before arriving at decisions concerning them. 
 
Valuing People: Actively encourages the use of different approaches to work, clearly 
promoting and displaying an anti-discriminatory approach. 
 
Working Together: Seeks partnership with others (internal suppliers, other Agencies, 
Communities, service users, etc) to establish links and networks in order to achieve best 
outcomes for all parties. 
 
Improving Our Services: Concerned with doing something better by making 
improvements, wherever possible, in everything we do. 
 
 
Manager/Leaders Competencies - What Managers / Leaders Need To Be Able to 
Demonstrate: (For the purpose of the competence framework, managers/leaders are 
defined as anyone who has responsibility for managing resources i.e. people, finance, 
projects etc.) These are four clusters of skills and knowledge needed to maintain and 
develop the discreet aspects of a manager/leader’s job. 
 
Cluster 1 – Organising 
Cluster 2 – Working with Others 
Cluster 3 – Personal Effectiveness 
Cluster 4 – Problem Solving & Decision Making 
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The individual competencies within each cluster can be chosen (pick and mix) to make a 
set for any management role.  Both Management and Leadership Competencies could 
be required by a job (fig.3), but the balance or emphasis may vary.  The pick and mix 
approach allows for that variation to be reflected. 
 
Figure 3. 
 
  Supervisor  Unit head    Director 
 
 
 
 
 
The competencies can be updated, changed or added to in response to additional 
demands on the organisation, therefore the following are proposed as a starting place: 
 
Cluster 1 - Organising 
 

 Managing Information: Creates and disseminates information from a range of 
sources to keep self and others informed. 

 
 Organising and Planning: Provides a clear direction and plans of action in using 

resources to achieve organisational performance. 
 

 Monitoring and Evaluating: Ensures they and others meet agreed objectives 
both qualitative and quantitative within agreed time scales through observation, 
measurement, assessment and evaluation. 

 
Cluster 2 - Working with Others 
 

 Managing Relationships: Creates and maintains effective working relationships 
with others.  Uses Emotional Intelligence. 

 
 Influencing Others: Use of influence to build alliances, networks or coalitions. 

 
 Empowering people: Giving self and others permission to act with accountability 

clear for all involved. 
 

 Team Working: Ability to stimulate others to work effectively in a group setting.   
 

 Motivating and Developing: Initiates and supports the development of self and 
others so as to enhance their performance and motivation. 

 

Management competencies 

 
            Leadership 
competencies 
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Cluster 3 - Personal Effectiveness 
 

 Oral presentation: Ability to make effective oral presentation to others.  Providing 
clarity of vision in communication. 

 
 Impact: Gets things done, determined, positive attitude, lateral thinking, uses 

initiative, willing to work in new ways.  Remains calm under pressure, winning 
respect rather than use power. 

 
 Pro-activity: A disposition to taking action to accomplish something for a specific 

purpose. 
 

 Self-confidence: Ability to consistently display decisiveness or presence.  
Involving and encouraging through esteem. 

 
Cluster 4 - Problem Solving and Decision Making 
 

 Using Concepts: Using concepts, theories, models and ideas to explain and 
interpret situations. 

 
 Thinking Objectively: Ability to be objective rather than limited by excessive 

subjectivity or personal biases. 
 

 Judgement: Able to analyse problems.  Uses judgement to make decisions. Sees 
impact of decisions taken, takes responsibility. 

 
Job Specific Competencies - Specialist Skills And Knowledge: These define the 
specialist requirements of certain jobs, for instance, in Engineering, Trading Standards 
Enforcement, Social Work with Children and Families, and so on.  There are a number of 
specialist frameworks currently in use throughout the organisation and their continued 
use is seen as an integral part of the XXX Competence Framework. 
 
Behaviour and Outcomes: The effective use of the competencies by all employees 
across the organisation is demonstrated in their actions and general behaviour; it is 
measurable through outputs and outcomes.   It is these behaviours and outcomes that 
will allow continuous improvement in our responses and service delivery to the People 
and Communities of XXX, which brings us back to and reinforces the focus of the 
framework. 



 9 

WORKSHOP MATERIALS 
 

THE FIRST LINE MANAGEMENT ROLE 
Task  
 
Self assessment against the First Line Manager’s role description 

 
Process Do Well Satisfactory 

(Could improve) 
Needs 

Improvement 

Job Analysis    

Role Description    

Person 
Specification 

   

Recruitment    

Selection    

Induction    

Training    

Goal Setting 
(Delegation) 

   

Work    

Performance 
Review 

   

    

Skills    

Plan    

Train/Instruct    

Interview    

Present    

Listen    

Solve problems    

Manage teams    

Motivate    

Lead    

Coach/Counsel    

Negotiate    

    

Solve 
Performance 

Problems 

   

Coaching    

Counselling    

Grievance and 
Discipline 
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Competencies Exercise 
 

Please consider how the XXX competencies ‘map’ with the First Line Manager role 
description. 
 

First Line Manager XXX Competencies 

 
Planning  

 
Delegation 

 
Monitor and control performance 

 
Train/Instruct 

 
Interview 

 
Presenting 

 
Questioning / Listen 

 
Solve problems 

 
Manage teams 

 
Motivate 

 
Lead 

 
Coach/Counsel 

 
Negotiate 

 

 
Cluster 1 - Organising 
 

Managing Information: Organising 
and Planning: Monitoring and 
Evaluating:  
 

Cluster 2 - Working with Others 
 
Managing Relationships: Influencing 
Others: Empowering people: Team 
Working: Motivating and Developing:  
 
Cluster 3 - Personal Effectiveness 
 
Oral presentation: Impact: Pro-
activity: Self-confidence:  
 
Cluster 4 - Problem Solving and 
Decision Making 
 
Using Concepts: Thinking Objectively: 
Judgement:. 
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Cluster 1 – Organising 
 
Task 
 
The following activity is designed to provide the opportunity to review the organising 
competencies. Your team is asked to: 
 

1. Appoint an observer, someone who will lead the review session 
2. Agree the structure you would like the other team to build 
3. Plan to delegate your task to the other team 
4. Delegate 
5. Review results 
 

a) Review your performance and identify the learning points using the 
Organising competencies assessment sheet.  

b) Review how the other team ‘organised’ you.   
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XXX Competencies – Cluster 1 – Organising - Assessment Sheet 
 
 

Process Do Well Satisfactory 
(Could improve) 

Needs 
Improvement 

Managing Information: 
Creates and disseminates 
information from a range of 
sources to keep self and 
others informed. 

   

Organising and 
Planning: Provides a clear 
direction and plans of 
action in using resources 
to achieve organisational 
performance. 

   

Monitoring and 
Evaluating: Ensures they 
and others meet agreed 
objectives both qualitative 
and quantitative within 
agreed time scales 
through observation, 
measurement, assessment 
and evaluation. 

   

 
 
Learning points



 13 

XXX Competencies – Cluster 2 – Working with others 
 
Task 
 
Read the following case study and: 
 

1. Score the management of Abbey Forgings using the Working with Others 
competencies attached. 

 
Be prepared to present your report in the plenary session which follows. 
 
 
Reducing order cycle time 
 
In the autumn of xxxx the management team of Abbey Forgings was facing a serious 
problem. It had invested heavily in new technology and working practices in the previous 
two years in order to improve productivity and had failed to gain the expected benefits. 
The goal of the investment had been to reduce order lead times for five months to three 
months and increase the rate of stock turn from four to six times. In practice lead times 
had increased to seven months and stock turn reduced to three and a half times.  
 
The company brought in a consultancy organisation that specialised in optimising 
productivity to advise what should be done. The consultants carried out an initial survey, 
which identified the following problems: - 
 
 Poor systems discipline resulting in a corruption of the computer database and greatly 

reducing the effectiveness of the manufacturing investment.  

 A lack of support services, particularly in the maintenance and repair department, with 
a resulting negative impact on productivity. 

 Poor communication both between and within work groups 

 Traditional approach to managing; no encouragement of team working 

 There was a failure to implement a 'quality' philosophy and approach on the site; 
quality was seen as an inspection problem, managers routinely flouted procedures for 
short-term gain.  

 The company was lacking clear leadership and goals; communication was both 
confused and incomplete. Morale was generally perceived as low. 

 A lack of faith in management generally and a tendency to disbelieve the information 
provided by management. Few employees believed that the management team was 
committed to tackling the problems that had been identified, or that any new initiative 
would receive the top-level support necessary for it to succeed. (This turned out to be 
a very perceptive view.)  

 
It soon became clear that the core problem was that the benefits of investment in new 
technology could not be realised unless senior management changed its style of working 
from ‘hands on’ to a delegating style of leadership; a disciplined approach in which senior 
managers agreed common goals and worked together to achieve them. At one level the 
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solutions were simple. The company needed to adopt basic disciplines. For example, to 
ensure that people did not take stock from stores without recording the transaction; sales 
did not change the production schedule without discussion with production etc. At 
another the problems were more complex. Management needed to adopt the planned 
approach that the new technology demanded to organising the production process rather 
than the old way of short-term expediency, he who shouts loudest gets attention. The 
survey revealed that the success of the initiative was dependent of changing the attitudes 
of senior management. 
 
This company, like thousands of others, invested in technology and systems. It had 
carried out some employee training, but it had not created an environment which would 
enable these factors to combine together to realise the substantial productivity gains 
inherent in the 'technical' investment.   
 
Management accepted the report and a two-phase programme was initiated. One part 
involved senior managers working together to develop a common vision and to set up a 
"goals and controls" structure across the departments. In the second part, designed to 
create a questioning and participative culture, involved supervisors and middle managers 
working in cross functional groups, to resolve the key problems identified in the survey. 
 
The programme started well with considerable enthusiasm, especially amongst the 
problem solving groups who saw this as a real opportunity to resolve some of the key 
problems they were facing. It was soon clear however that a number of the senior 
managers were not happy with the approach. There was a feeling of being exposed. 
Other people would be able to see what was going on. There was a real concern that 
individual’s power bases would be eroded. The organisation structure itself was being 
questioned. Some people would inevitably lose out.  
 
At about this time the then Managing Director was transferred and a new man appointed 
on a temporary basis. This was seen by those who opposed the process as a heaven 
sent opportunity to stop the programme, which they did.  The problem solving teams 
actually finished their work, but little was implemented. 
 
The prophecy made by middle managers and supervisors during the audit had come to 
pass. The company went back, it had never actually changed, to its old ways and its old 
problems.  
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XXX Competencies – Cluster 2 – Working with Others - Assessment Sheet 
 
 

Process Do Well Satisfactory 
(Could improve) 

Needs 
Improvement 

Managing 
Relationships: 
Creates and maintains 
effective working 
relationships with 
others.  Uses 
Emotional 
Intelligence. 

   

Influencing Others: 
Use of influence to 
build alliances, 
networks or coalitions. 

   

 Empowering 
people: Giving self 
and others permission 
to act with 
accountability clear for 
all involved. 

   

Team Working: 
Ability to stimulate 
others to work 
effectively in a group 
setting.   

   

Motivating and 
Developing: Initiates 
and supports the 
development of self 
and others so as to 
enhance their 
performance and 
motivation. 

   

 
 
Learning points 
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XXX Competencies  - Cluster 3 - Personal Effectiveness 
 
Task 
 
Please share with the other members of your team a change that you would like to make 
in either your work or private life. Agree which of the ideas you would like to work on. 
Work with the team to develop a case for what you want using the structure set out 
below. One of you should be prepared to present your case in the plenary session which 
follows. 
 
Resources 
 

 Flip Chart and pens 
 

 O’hd transparencies 
 

 Laptop and beamer 
 
 
Review your performance and identify the learning points using the Personal 
Effectiveness competencies assessment sheet. 
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THE 4 P's METHOD 

 
There are a number of ways of structuring a presentation but one of the best known and 
most effective is called the 4 p's method.  This method start with an introduction, 
which outlines the ground to be covered and goes on to cover the key topics in the 
following sequence: 
 
 

Position 
 
An overview of the background to the current situation: how we got to where we are 
today. 
 

Problem 
 
A discussion of why, where we are today is a problem. Be sure to highlight any 
quantifiable data that has been gathered and in particular to ensure that the financial 
costs of the problem are clearly identified.  
 

Possibilities 
 
Outline the possible courses of action. Mention the pro's and con's associated with each 
of the possible choices.  
 

Proposal 
 
Put forward your preferred option. Highlight the benefits to the business and to the 
decision-maker; be sure to include a financial cost/ revenue argument. Acknowledge the 
more obvious objections and give the counter arguments. Be honest about any 
drawbacks to the proposal and spell out how 'downside' can be managed. The audience 
will simply not believe us if we try to maintain that our case is perfect. By bringing any 
weaknesses of the proposal out into the open we meet the expectation that there is a 
'catch' somewhere and this will greatly enhance our credibility with the group. 
 
Conclude with a brief summary and a clear call to action. 
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XXX Competencies – Cluster 3 - Assessment Sheet 
 
 

Process Do Well Satisfactory 
(Could improve) 

Needs 
Improvement 

Oral presentation: 
Ability to make 
effective oral 
presentation to others.  
Providing clarity of 
vision in 
communication. 

   

 Impact: Gets things 
done, determined, 
positive attitude, 
lateral thinking, uses 
initiative, willing to 
work in new ways.  
Remains calm under 
pressure, winning 
respect rather than 
use power. 

   

 Pro-activity: A 
disposition to taking 
action to accomplish 
something for a 
specific purpose. 

   

 Self-confidence: 
Ability to consistently 
display decisiveness 
or presence.  
Involving and 
encouraging through 
esteem. 

   

 
 
Learning points 
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XXX Competencies  - Cluster 4 – Problem Solving and Decision Making  
 
Task 
 
MANAGING DIVERSITY – GROUP EXERCISE 

 
Learning to manage is a culturally diverse world is key to the future success of all 
organisations. To ensure our ongoing success managers must be conversant with the 
issues of cultural and gender diversity impacting our performance and able to work 
effectively with them. 
 
The aim of this exercise is to provide an opportunity for you to express your views and 
debate these with you colleagues to reach some form of consensus.  
 
The exercise will last for one hour followed by fifteen minutes for a plenary presentation 
of the Group’s views to the Assessors. You are asked to : 
 
1. Complete the Questionnaire overleaf individually. Allocate points out of 10 based on 

the amount you agree / disagree with the statement.  Eg 10 points means that you 
agree 100%, 5 points means that you neither agree nor disagree and 0 points means 
you totally disagree. 

 
2. Get together and appoint a meeting co-ordinator to lead the meeting 
 
3. Discuss your results and debate to agree a consensus 
 
4. Decide which areas XXX management should focus on in the short (the next six 

months) and medium term (12 months). 
 
5. Review your performance and identify the learning points using the Problem Solving 

and Decision Making competencies assessment sheet. 
 
If you have any queries please do not hesitate to ask 
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MANAGING IN A MULTI-CULTURAL ENVIRONMENT 
 
 

Questions Score 
1 - 10 

Comments 

1. We need to reflect the cultural 
diversity of our stakeholders in 
our management 

  

2. We need to remove the glass 
ceiling in XXX to ensure proper 
representation of women and 
minorities in the company 

  

3. Our current approach to 
services provision does not 
reflect the cultural diversity of 
our clients. 

  

4. All people promoted to senior 
management position should 
have worked closely with other 
ethnic groups  

  

5. Managing cultural diversity is 
not a key issue for XXX senior 
managers. 

  

6. I believe that embracing 
cultural diversity will bring 
economic benefits to our 
organisation 

  

7. Institutionalised racism whilst 
common place in all societies, is 
not an issue in XXX 

  

8. The ability to demonstrate 
awareness of other cultures is 
an essential requirement for 
promotion to a senior 
management position in XXX  

  

9. I believe that it is not 
economically sensible for XXX 
to invest in special 
arrangements for people with 
disabilities  

  

10.  XXX senior managers 
understand the value of cultural 
and gender diversity.  

  

 
Total 

  

 
 
 



 21 

XXX Competencies – Cluster 4 – Problem Solving & decision Making - Assessment 
Sheet 
 
 

Process Do Well Satisfactory 
(Could improve) 

Needs 
Improvement 

Using Concepts: 
Using concepts, 
theories, models and 
ideas to explain and 
interpret situations. 

   

Thinking 
Objectively: Ability to 
be objective rather 
than limited by 
excessive subjectivity 
or personal biases. 

   

Judgement: Able to 
analyse problems.  
Uses judgement to 
make decisions. Sees 
impact of decisions 
taken, takes 
responsibility. 

   

 
 
Learning points 
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XXX Organisational Competencies  
 
Task 
 
Below you will find a copy of the XXX core organisational competencies. Please review 
these as a team and agree: 
 

1. How well the organisation currently discharges them 
2. Areas for improvement 
3. Specific action you would recommend (Try to be creative) 
4. The impact you believe your recommendations will have 
5. Please review the learning at the end of the exercise and be prepared to present 

your views in the plenary session that follows 
 

 

Process Do 
Well 

Satisfactory 
(Could improve) 

Needs 
Improvement 

People and Community 
Centred: Concern with focusing 
on and meeting the needs, 
concerns and desires of people 
and communities. All parties are 
actively considered and 
consulted before arriving at 
decisions concerning them. 

   

Valuing People: Actively 
encourages the use of different 
approaches to work, clearly 
promoting and displaying an 
anti-discriminatory approach. 

   

Working Together: Seeks 
partnership with others (internal 
suppliers, other Agencies, 
Communities, service users, 
etc) to establish links and 
networks in order to achieve 
best outcomes for all parties. 

   

Improving Our Services: 
Concerned with doing 
something better by making 
improvements, wherever 
possible, in everything we do. 

   

 
 
Learning points 
  
 


