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Role Profile


Senior Leadership Development Manager




Role Purpose 
This role is responsible for shaping & delivering our Leadership, Performance, Talent, Qualifications & Apprenticeships propositions to support colleagues growing in role and developing to the next level. The role delivers a coherent leadership development package with succession planning to ensure we have strong leaders that are able to meet the challenges they face working in Health & Social care environment.

Key Accountabilities   
People
· To lead the creation, development, delivery, and continuous improvement of leadership interventions and programmes for all leadership levels,  through the creation of engaging, effective, and well structured content and programmes which drive organisational leadership capability and succession planning.
· To lead the design, implementation, and continuous improvement of the annual performance review process for leaders at all levels, ensuring that performance management drives alignment with organisational values and strategic objectives, thereby enhancing leadership effectiveness and organisational outcomes. 
· To lead the management and delivery of talent identification, development, and succession planning processes, ensuring the organisation has a strong pipeline of capable leaders to safeguard business continuity and mitigate operational risk.
· To lead the strategic development and delivery of early careers programmes—including qualifications and graduate schemes—ensuring these initiatives attract, develop, and retain emerging talent, thereby supporting workforce renewal and long-term organisational sustainability.
· Leads the development, implementation, and continuous improvement of the organisational behaviours framework, ensuring it reflects current values and expectations and provides a consistent foundation for leadership, talent, and performance processes, thereby embedding a positive culture and driving organisational effectiveness.
· Implements robust quality assurance and evaluation measures for leadership development interventions, evidencing behavioural change and return on investment to inform continuous improvement. 
· Designs, develops, and delivers a coherent package of leadership development interventions for all leadership levels, ensuring consistent application and enhanced organisational performance.
· Leads the provision of tailored coaching for leaders at all levels, enabling them to enhance their leadership capability, address individual and organisational challenges, and drive improved outcomes across the charity.
· To lead the establishment and oversight of operational supervision policy and processes (“YouCan!”), ensuring that leaders receive regular, structured support and feedback, which promotes consistent high performance and the early identification and resolution of issues.

Business Development and External Relations
· Establish and maintain strategic relationships with external suppliers (where required) to secure high-quality, value-for-money solutions aligned with the leadership framework, ultimately optimising organisational resources.

Systems
· Maximise the adoption of digital and contemporary learning approaches within leadership development, promoting digital literacy and social learning to future-proof the workforce.

Finance
· Monitor and manage departmental budgets, reviewing expenditure and identifying funding opportunities to ensure cost-effective delivery of leadership development initiatives.
· Establishes and maintains strategic relationships with external suppliers to secure high-quality, value-for-money solutions aligned with the leadership framework, optimising organisational resources.

 Leading and Managing a Team
· Lead, develop and motivate their leadership team to attract, retain and develop the capacity, capability and talent to create a high performing team and achieve  local objectives. 
· Set expectations and manage, monitor, coach and develop team members to ensure that they maximise their performance, meet the required standards, and continuously develop their capabilities and experience
        
Scope and Geography	This is a national role operating in Scotland and England
Travel Expectation 	The role is required to travel nationally in the delivery of leadership programmes. Some regular travel is to be expected. 
Collaboration 	It is expected that the post holder will work proactively and collaboratively with 
the regional team’s Operational Leaders, supporting Business Partners, Managers, and Specialists, and in particular will liaise with Support Services functions, particularly People Operations, Resourcing, and Communications.
Budgets	This role will not have any direct budgetary accountability but will contribute to the management of the leadership development and SVQ centre budget.
		
		 Best Lives, Bolder Strategy: Success Measures

	Excellence
	· Operational Supervision Consistency: Frequency and quality of operational supervisions, feedback from leaders and team members, and issue resolution rates. (Source: Supervision logs, feedback forms, and HR case records.)


	Enablement
	· Leadership Programme Effectiveness: Participant feedback surveys, post-programme evaluation forms, and behavioural change assessments. (Source: Programme evaluation reports, feedback data, and follow-up surveys.)
· Performance Review Completion and Quality: Completion rates of annual performance reviews, quality audits of review documentation, and analysis of performance outcomes. (Source: HR systems data, audit reports, and performance review summaries.)
· Talent and Succession Pipeline Strength: Evidence: Number and quality of identified successors for key roles, progression rates of high-potential talent, and succession risk assessments. (Source: Talent review documentation, succession planning reports, and workforce analytics.)
· Early Careers Programme Outcomes: Evidence: Recruitment, retention, and progression rates of apprentices, SVQ candidates, and graduates; participant satisfaction; and completion rates. (Source: Programme tracking data, HR records, and participant feedback.)


	Influence
	· Partnerships and External Networks: Number and quality of strategic partnerships established; collaborative projects or pilots launched; external recognition or funding secured for innovative practice. (Sources: Partnership agreements, project reports, funding applications, and external awards or commendations.)


	Reach
	· Leadership Capability for Greater Reach: Uptake and completion rates of leadership development programmes; feedback from leaders and teams on programme effectiveness; observed improvements in service quality and reach. (Sources: Programme participation records, post-programme surveys, service delivery metrics, and internal performance dashboards.)
· Innovating Early Careers and Talent Pathways: Recruitment, retention, and progression rates for apprentices, SVQ candidates, and graduates; satisfaction and feedback from early careers participants; diversity and inclusion metrics within early careers cohorts. (Sources: HR records, programme tracking data, participant feedback forms, and workforce analytics.)


	Structure






Qualifications, Experience, and Knowledge (e essential; d desirable)
· Qualified to degree level in a relevant subject (learning, education, HR or similar) or suitable equivalent experience
· Management Qualification at diploma level or equivalent relevant work experience
· Coaching qualification or substantial experience of coaching a range of senior colleagues
· Deep L+D Leadership Development Expertise
· Demonstrable experience designing, delivering, and evaluating leadership development interventions
· Experience in a range of digital learning solutions and social learning
· Experience working within a regulatory environment
· Experience designing and embedding leadership frameworks or organisational behaviours models across multi-site or complex organisations.
· Demonstrable experience in leveraging data analytics to inform leadership development strategy and evidence impact.
· Experience managing or contributing to cross-functional projects involving HR, communications, and operational teams.
· Deep understanding of adult learning theory, leadership psychology, and the latest trends in digital and blended learning.
· Awareness of equality, diversity, and inclusion best practice as it relates to leadership development and talent management.
· Knowledge of succession planning methodologies and talent pipeline management in large or complex organisations. 
· MCIPD
· Accreditation in a recognised coaching or mentoring framework (e.g., ILM, EMCC, ICF) 
· Certification in psychometric assessment tools (e.g., MBTI, Insights, StrengthsFinder) or leadership diagnostics.
· Previous experience in the social care sector
· Experience in co-production or partnership working with people who draw on care and support, families, or community groups to shape leadership development.
· Up-to-date knowledge of sector-specific regulatory frameworks (e.g., CQC, CI, SSSC) and their implications for leadership and workforce development.
· Understanding of the challenges and opportunities facing the UK health and social care sector, including workforce planning, funding, and policy trends.

Competencies, Skills, and Abilities (e essential; d desirable)
· Systems thinking: Competence in understanding and navigating complex organisational systems, recognising interdependencies, and designing interventions that drive holistic improvement.
· Influencing Without Authority: Skilled at building coalitions and securing buy-in from diverse stakeholders, including those outside direct line management, to drive change and embed new practices.
· Storytelling and Advocacy: Ability to craft compelling narratives that communicate the impact of leadership development and inspire engagement at all levels, both internally and externally.
· Strategic Foresight: Ability to anticipate future trends in leadership, workforce development, and the external environment, and to proactively adapt strategies to ensure organisational resilience and relevance.
· Digital Fluency: Confidence in leveraging emerging technologies, digital platforms, and data analytics to enhance leadership development and organisational learning.
· Emotional Intelligence: Advanced self-awareness, empathy, and interpersonal skills to coach, support, and challenge senior leaders, fostering trust and psychological safety.
· Cultural Agility: Ability to work effectively across different regions, cultures, and communities, adapting approaches to maximise inclusion and impact.
· Facilitation of Co-Production: Skill in enabling meaningful involvement of people who draw on care and support, families, and community partners in shaping leadership development and organisational culture.
· Project management: Demonstrates strong organisational skills to plan, coordinate, and deliver complex projects, ensuring objectives are met efficiently and effectively.
· Adaptability: Able to deal with ambiguity and changes of direction, maintaining composure and flexibility in dynamic environments.
· Independent working: Works autonomously, taking initiative and responsibility for outcomes while upholding high standards.
· Influencing and engagement: Able to influence and engage with leaders across the organisation, building coalitions and securing buy-in to drive change.
· Stakeholder credibility: Develops immediate credibility with internal and external stakeholders, building sound working relationships that foster trust and collaboration.
· Digital literacy: Confidently utilises digital platforms and emerging technologies to enhance leadership development and organisational learning.
· Coaching and facilitation: Applies coaching and facilitation skills to support leadership capability, enabling individuals and teams to achieve improved outcomes.
· Organisation and time management: Demonstrates effective organisation and time management skills, prioritising tasks to ensure timely and high-quality delivery.

Personal Attributes (e essential; d desirable)
· Integrity: Acts with honesty and strong ethical principles, consistently upholding organisational values.
· Personal impact: Demonstrates a high degree of presence and influence, inspiring confidence and engagement in others.
· Self-motivation and results orientation: Drives own performance with energy and focus, committed to achieving meaningful outcomes.
· Teamwork: Works effectively within small, lean teams, contributing positively and supporting collective success.
· Commercial focus and pragmatism: Applies commercial awareness and practical judgement to deliver value and effective solutions.
· Innovation and problem solving: Thinks creatively and analytically to identify opportunities and resolve challenges.
· Flexibility: Willing to adapt working hours and travel as needed to meet organisational demands.
· Passion for development: Committed to developing self and others, fostering growth and continuous improvement.
· Can-do attitude: Approaches tasks with positivity, resilience, and a proactive mindset
Tasks and Responsibilities (representative, not exhaustive)

Leadership Development 
· In consultation with key stakeholders from around the organisation undertake a learning needs analysis and develop a leadership offering incorporating key leadership competencies 
· Design and deliver leadership interventions and programmes for leaders at all levels and assure regional rollouts of designed and aligned initiatives 
· Ensure learning is delivered in a consistent, modern and blended way and collaborate with stakeholders and partners to support them to integrate/execute programmes regionally 
· Develop and manage relationships with external suppliers where required ensuring best value for money and high-quality solutions are delivered that align with the leadership framework 
· Maximise the use of digital solutions and contemporary L and D approaches in management and leadership offer, engage colleagues in digital learning solutions and social learning 
· Work in conjunction with the L and D Manager – Qualifications to ensure accreditation of programmes and bespoke solutions in line with Talent Development strategy 
· Work in conjunction with L and D Manager – Front-line skills and other operational colleagues to ensure programmes align and build on front-line skills programmes and competencies 
· Responsible for the You Can! review policy, guidance and learning interventions to ensure consistency in application of the process and collation of development needs 

Talent
· In conjunction with key stakeholders manage and deliver processes around Talent identification, development and retention ensuring they align to the overall People Services and organisational objectives 
· Ensure there are clear and robust procedures around succession planning, including identification of pivotal roles, to help mitigate organisational risk 
· Develop and manage relationships with external suppliers where required ensuring best value for money and high-quality solutions are delivered that align with the leadership framework 

Quality and Continuous Improvement 
· Ensure leadership development interventions demonstrate a measurable impact on behavioural change and demonstrate this through effective evaluation measures  
· Implement quality assurance processes to ensure ROI is delivered to the organisation and continuous improvement in response to feedback is maintained 
· Keep abreast of developments in the sector, amongst our competitors and through continuous professional development to ensure learning interventions remain current, relevant and effective 
· MI and Reporting 
· Provide regular reports and analysis to the Head of Learning and Development on leadership interventions and programmes and ROI 
· Develop a suite of appropriate analytical reports on leadership development and ensure these are readily available 
· Ensure compliance data is reported via the Organisational dashboard and ensure a clear process to address errors and corrections is in place to ensure accuracy 

Financial Responsibility 
· Work within budget limits set in order to deliver the leadership development offering to the organisation 
· Regularly review and monitor spend in conjunction with the Head of Learning and Development and highlight any issues in relation to increasing costs or under-spend to ensure budgets are met 
· Investigate and exploit relevant sources of funding to generate additional income for the department where possible 

People Management 
· Provide leadership and direction to team members to ensure they deliver high quality and consistent services by setting performance standards and ensuring objectives are achieved 
· Lead, support and challenge direct reports to ensure there are effective and clear lines of responsibility and accountability
· Manage and co-ordinate the activity of all direct reports to ensure achievement of relevant KPI’s 
· Ensure staff training and development needs are identified and met for staff to be enabled to achieve the business plan and in consideration of succession planning 
· Monitor the performance of direct reports in the team undertaking regular supervision and appraisal meetings as per the company policy 
· Undertake disciplinary and grievance investigations and chair hearings as required 

Behaviours and Values
At Community Integrated Care “how” you approach your work is just as important as “what” you do. With that in mind, we have outlined the key behaviours that we look for at each level in our charity. This role aligns with level 3A in our guide to behaviour. 

Job Evaluation
Internal Evaluation Level: 3A


  




  							


Chief Corporate Services and People Officer


Head of Learning and Development 


Senior Leadership Development Manager


Early Careers Specialist


People Development Specialist and SVQ Centre Lead


SVQ Assessors


Senior Learning and Development Manager


Senior Capability Development Manager


Learning Solutions Design and Development Manager
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