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Managed staff development secures your firm’s future.
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Everything training related has changed in

recent months with the Leaming and Skills
Council coming to an end. Regionally SEEDA,

the development agency is working with the new
Skills Board to work out the future of Training and

Skills in the South East.

Meanwhile, training will continue and this feature
explores what the region's training providers are

offering in 2010.

Competence gap

Effective management of staff
development is key lo every
firm's future. A simple bul
effective method is to develop a
competency based framework
writes Sue Berry, director of

www.southeastbusiness.net

TimelessTime Ltd.

To do this vou need to know
what competences vou have
now, what vou need for the
future, and how vou are going
to develop vour people to bridge
the gap. A core principle is that
competence can be divided into
four levels.

A “trainee” is just beginning
his/her learning and would
need to be fully supervised. A
“supervised practitioner” is
able to undertake many aspects
of the job but would require
their work to be checked. A
“practitioner” is competent in
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all aspects of the role. Finally
an “expert” has extensive expe-
rience, is fully competent and
would supervise and train
others.

To determine the competen-
cies needed, list all the roles.
Then determine the compe-
tencies in each role. Next list
the levels of each competence
neaded to support the future
business. It's common for firms
to need one expert, one or two
practitioners, a number of
supervised practitioners and
one trai nee for each competence
in each role per ten man group,
but the exact balance depends
totally on the business.

The large number of rows and
columns of people and compe-
tencies that results lends itself
to management using MS Excel.
To assess what vou have today,
score each person and their
competence level,

Once you've done that, deter-
mine the competence gap and
decide what staff development
action needs to be taken to
bridge it. Cost the development
and meet with each person in

the organisation and get them
to commit to change,

Sounds simple? In principle it
is, but for success, manage staff
buy-in and think how vou are
going to be consistent across all
staff, roles and competencies,
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