CANADIAN CENTRE
FOR MANAGEMENT
DEVELOPMENT

FRAMEWORK FOR
MANAGEMENT DEVELOPMENT
IN THE FEDERAL
SCIENCE & TECHNOLOGY
COMMUNITY (S&T)

William G. Doubleday
May 2001

CENTRE
CANADIEN DE
GESTION



For more information or copies, please contact the
Strategic Research and Planning Group of the
Canadian Centre for Management Devel opment

Telephone: (613) 947-3682 / 943-8370
Facsmile (613) 992-1736
Internet: publications@ccmd-ccg.ge.ca

The opinions expressed in this publication are those
of the author and do not necessarily reflect the views of the
Canadian Centre for Management Devel opment

© Canadian Centre for Management Development, 2001

National Library of Canada Cataloguing in Publication Data
Doubleday, William G.

Framework for Management Development in the Federal Science &
Technology Community (S&T)

Text in English and French on inverted pages.

Title on added t.p.: Cadre de perfectionnement en gestion pour la
Communauté de la science et technologie (S-T) au gouvernement fédéral.
Includes bibliographical references.

ISBN 0-662-65863-9

Cat. no. SC94-84/2001

Scientistsin government -- Canada -- Management.

Administrative agencies -- Canada-- Management.

Science and state -- Canada.

Technology and state -- Canada.

I. Canadian Centre for Management Devel opment.

Il. Title

[11. Title: Cadre de perfectionnement en gestion pour |la Communauté de
lascience et technologie (S-T) au gouvernement fédéral .

PODNPE

JL75.D68 2001 352.745 C2001-980188-2E



Table of Contents

INEFOTUCTION .« vttt e e e e e 3
1. Management Development M eans Developing Management Competencies 4
2. PUIPOSE .. 5
3. VS 0N o 5
N e L 1= 6
5. Rolesand Responsibilities .......... ... ... . i 6
5.1 S&T MaNagerS ..ot 6
52 SciencesBased Departments . .......... . 7
53 S&T COMMUNILY . .. oottt e e ettt 8
5.4 Corporate AQENCIES . ..ottt it e 8
B.  GOVEINANCE ...t 9
TablE o 11

CANADIAN CENTRE FOR MANAGEMENT DEVELOPMENT



2/ Framework for Management Development in the Federal S& T Community

CANADIAN CENTRE FOR MANAGEMENT DEVELOPMENT



Framework for Management Development
in the Federal Science & Technology Community (S&T)

I ntroduction

“In our view, significant improvements are required in the management of scientific
personnel if departments and research establishments are to tackle successfully the
significant challenges facing them. Achieving the objectives and adhering to the
priorities to be determined by the government as a result of its current science and
technology review and other reforminitiatives will depend, to a large extent, on the
degree to which sufficient attention is devoted to the management of scientific
personnel and to the development of a stronger capability in research management.”

Auditor General. 1994. Chap. 11. Main Point 11.6

“To ensure that the Public Service of Canada remains a strong, representative,
professional and non-partisan national institution that provides Canadians the
highest quality serviceinto the 21% century, the Government will also focus on the
recruitment, retention and continuous learning of a skilled federal workforce.”

Speech from the Throne, October 1999

In response to the recommendations of the Auditor General in Chapter 11 “ Science and Technology:
The Management of Scientific Personnel in Federd Research Establishments’ of his 1994 report,
Treasury Board Secretariat initiated a series of projects to improve human resources management in
federa science-based departments. An important objective of thisinitiative isto improve the
competency of managers of scientific and technica programs.

Thefirg project under the initiative was “Management and Scientific Training and Devel opment”
which was completed in 1996. This report recommended a systematic approach to training and
development of S& T managers based on meeting departmenta needs for learning to support their
business plans.
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4 | Framework for Management Development in the Federal S& T Community

Subsequently, a second report “S& T Management Devel opment Program” was produced in 1998.
This report defined competencies needed by S& T managers and made recommendations on how to
nurture and develop these characterigtics of managers.

This framework ams to define roles and responghilities of the various organizations who must
work together to implement an effective management devel opment sirategy for the science and
technology community within the federa public service. It aso outlines a governance structure to alow
the various partners to work together effectively.

1. Management Development Means
Developing M anagement Competencies

The S& T Community has identified seven key competencies for managers.

Technica

Sdf-Management

Teamwork

Leadership

Management

Client and Partner Management, and
Responsibility to Society

NoaswWDdDRE

Of these, technicd mastery is a necessary characterigtic of S& T managers which is not found in
generd executive or management competency profiles, but the remaining Six key competencies are
gmilar to competencies identified for other managers.

Management development aims to increase the knowledge, skill and awareness of managers at al
levels, related to management competencies. Management development is not professiona
development. The knowledge needed for obtaining and maintaining professona qudificationsis not
addressed in this framework.

The preferred gpproach to management development is salf-directed learning initiated by
individua managers, within a context of continuous learning and alearning organizetion. Learning
should follow a cycle with assessment of level of competency, identification of target competency for
learning, choice of learning options, use of the chasen options, reflection on what has been learned and
re-assessment of competency level. For self-directed continuous learning to work effectively, content
options are needed to improve knowledge, skill and awareness levd by levd for the targeted
competencies, together with tools to assess competency levels and to choose appropriate options. A
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framework and culture to provide support to learners and to recognize the value of improved
competency are dso needed. This infrastructure does not exist and must be congtructed to give
managers the support they need.

The organizations involved, including the S& T Community, agree to assume individua
responsibilities and to work together to provide learning options and infrastructure to support the

development of S& T managers and the sharing of learning within the public service.

2. Purpose

To drengthen the leadership and management of federa science and technology organizations by
helping existing managers increase their mastery of the management competencies required for their
current jobs and helping scientists and managers prepare themsdves to be effective in future
management jobs.

3. Vision

Management development in the S& T Community is a shared responsibility of corporate agencies, the
S& T Community, science-based departments, and individua managers.

Learning and development is most effective if it isinitiated by the individud manager, guided and
supported by hisor her organization.

Departments, the S& T Community, and corporate agencies should support S& T management
development by providing asystem of supporting infrastructure including tools to assess the
competencies of managers, direction on the competency needs of the organization, tools and expert
advice to fadilitate drafting persond learning plans, and awide range of learning options.

Organizations have arespongbility to provide managers learning and devel opment opportunities
and to encourage the growth of a culture of continuous learning in which supervisors and managers play
active and complementary roles.

Learning and development opportunities should include conference attendance, classroom
learning, workshops and seminars as well as opportunities ‘to learn by doing’ by participating in task
forces, deployments, exchanges with other organizations, and corporate or community development
programs. Coaches and mentors should be part of the management devel opment system.
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Learning should involve group activities to promote networking and the dissemination of
knowledge in alearning organization.

Each member organization should finance its respective contribution to the combined management

development system. The S& T Community will financeitsinitiatives by shared contributions from
participating science-based departmentsin support of specific projects.

Collectively, the organizations working together to deliver a management development system for
the S& T Community also have aresponghbility to monitor and assess its implementation and
performance and to make improvements when and where needed.

4. Parties

Corporate Agencies:

* Canadian Centre for Management Devel opment

* Public Service Commission (Training and Development Canada)
» The Leadership Network

Treasury Board Secretariat (through participation in the S& T Human Resources Senior Steering
Committee and the Learning and Development Committee)

S& T Community (represented by S& T Human Resources Senior Steering Committee and community
ADM Champion)

Science-Based Departments (represented by departmenta executive champion)
Managers of Science and Technology Organizations in the Federd Public Service

The Professond Indtitute of the Public Service

5. Rolesand Responsibilities
5.1 S&T Managers

S& T managers play adud role in management development. They are the clients for the program and
they are dso part of the delivery of the program for subordinates and peers. Individua managers
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receive feedback and direction from their departmental management team but are responsible for
choosing their career path and initiating their own training and development. They use assessment tools
including 360-degree feedback together with competency profiles for their current and desired future
jobs to determine which management competencies to develop.

S& T managersinitiate learning by drafting their own persond learning plans and choosing which
optionsto follow to increase their level of knowledge, skill and awareness. They use the content offered
by the management devel opment program and provide feedback to the program

about the vaue of the content and tools and how to improve them. They share the knowledge
they gain with others in a continuous learning process.

As supervisors, S& T managers aso give direction and support for the development of their
subordinates. They have the mgor role in defining desired management competencies within their
organizetion. They have aresponghbility to ensure that the learning and development needs of the
organization reporting to them are addressed and to contribute to ng the
impact of management development within their organization. They should ensure fairness and equity in
the alocation of developmenta opportunities among subordinates. They approve persona learning
plans of subordinates and coordinate their preparation if they include team development initiatives,
taking into consideration the needs and developmentd desires of the subordinate as well as the
operational and competency needs of the organization. They support subordinates by providing
feedback and guidance. They provide development opportunities for subordinates in their daily work
and support subordinates in applying new knowledge and capabilitiesin their jobs. They provide access
for subordinates to departmental resources such as development secondments, educationd leave, and
training funds. They may serve as mentors and coaches for others. They organize their subordinates
workloads and respongbilities so as to promote a continuous learning culture.

S& T managers become party to this framework and accept their roles and responghbilities by
registering persond learning plans for management development.

5.2 Science-Based Departments

Science-based departments are responsible for providing content options that are unique to themselves.
Each science-basad department will identify an executive champion who will be the focal point for
departmenta accountability. They monitor the performance of the management development program in
their organization, both in terms of individua progress and effectiveness of the program. They make
available and apply assessment tools for their managers. They establish and maintain learning accounts
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to ensure that the vaue of management development is recognized and resources are made available for
it. They ensure that managers play an appropriate management role including the provison of coaching
and mentoring services. Departments identify scientists and engineers with the potentid and desire to
become managers. Departments establish and communicate competency profiles for existing and future
management jobs. They provide roadmaps to assist managers to choose development options using
departmenta content offerings. They provide incentives for learning by making development redl
through using competenciesin saffing positions, by providing recognition, and in other ways. They
evauate the impact of the management development program on their own department. They provide
feedback to the Community and the centre.

5.3 S& T Community

The S& T Community is represented by the S& T Human Resources Senior Steering Committee and by
an ADM champion for management development. The ADM champion is supported by aworking
group drawn from science-based departments. The Community is responsible for providing content
options that are unique to the S& T Community but shared across science-based departments. The
Community annualy monitors the performance of the development

program within the Community. The Community establishes community-wide competency

profiles for management jobs. The Community is responsible for communicating these profiles and
information about management development in the Community. The Community recommends
improvements in the management development program including the provision of direction on
development priorities common across the community.

5.4 Corporate Agencies

CCMD has a mandate to support the growth and development of public sector managers. The Centre
supports the evolution of the Public Service of Canada as alearning organization. CCMD provides
content options that are common to management development across the whole Public Service.
CCMD provides assessment tools of vaue to managers across the Public Service and roadmaps and
other navigationd tools to assst managers in sdlecting learning options. Training and Devel opment
Canada (TDC) of the Public Service Commission provides content € ements that are common to
professona development across the Public Service. CCMD and TDC evduate the impact of the
development program on the Public Service and recommend improvements. Corporate Agencies
provide the Web site for the S& T Community management devel opment system.
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6. Governance

The effective delivery of management development by many partnersto S& T managersin many
departments requires a governance structure to define accountabilities and provide focal points for
decison making and resolution of differences. The structure below identifies an executive champion
within each partner organization who is respongible for his or her organizetion’s performance in the
overdl framework. Information on the performance of the system flows to each executive champion
and is presented to the decison making committee fora The intent is to resolve issues at the lowest
possible level and to promote continuing improvements in the content and delivery of management
development to this Community by providing feedback to dl levels of governance.

The L earning and Development Commiittee is the primary forum for oversght of the management
development system and for ensuring its integration into public service wide management devel opmerntt.
Thisroleis part of the second item of the Committeg' s mandate : “to

better coordinate all aspects of learning among provider departments and central agencies to the benefit
of al public servants’. It decides on changes in purpose and organization of the management
development system and identifies corporate level needs. It reviews workplans of CCMD and TDC to
provide public service wide content and assessment and navigation tools for the S& T Community. It
resolves differences related to management development of S& T managers between corporate
agencies and between the Community and corporate agencies. It

gpproves an annud report to stakeholders and centra agencies. The Community ADM champion
should participate in Learning and Development Committee discussions of S& T Community

issues, if he or sheis not dready a member. The Chairperson of the Learning and Devel opment
Committee may refer issuesto COSO, TBSAC or other decision-making foraif needed.

A small secretariat for S& T Community management development, based in CCMD, isthe
gseward of community-wide content, assessment and navigation tools, and community-wide databases.
The secretariat produces annud reports on the Community’ s development system, keepsthe
Community up to date on trends in management development, forecasts S& T Community needs for
corporately provided development services, and prepares materid for the top level decison making
forum, the Learning and Development Committee. The secretariat is composed of an expert in learning
who forms alink between CCMD and the S& T Community and a part-time adminigtrative support

person.

The S& T Human Resources Senior Steering Committee is responsible for oversight of the S& T
Community’ s performance in the partnership framework. It gpproves budgets and workplans for
projects to prepare the content jointly provided by the community, reviews reports on system
performance and recommends improvements to the system. The committee resolves differences
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between departments on their contributions to the joint community effort.

An S& T Community ADM Champion of Management Development coordinates work at the
Community leve including reporting on the implementation of the management development system and
recommending improvements to it. The ADM Champion should represent the Community in
discussons of S& T Community management development a the Learning and Devel opment
Committee.

An S& T Community Management Development Working Group supports the ADM champion.
The Working Group includes representatives of al science-based departments as well asthe
secretariat’ s learning expert and a representative of the Professond Ingtitute of the Public Service. The
Working Group compiles reports on the implementation and effectiveness of the management
development system across the community, identifies needs for new courses or other learning options,
proposes improvements to the system’ s infrastructure, and exchanges information on management
devel opment between departments. The working group should seek and obtain feedback from S& T
managers a the levels of agpiring manager, manager of teams and manager of managers, to reflect the
point of view of the full range of program dlients.

Departmental Executive Champions (who may be the ADM members of the Senior Steering
Committee) are respongible for oversight of management development for the S& T Community within
their respective departments. They monitor the progress of managers in their departments and the
availability of needed content, tools and management support.

The Professond Inditute of the Public Service is amember of the S& T Human Resources Senior
Steering Committee and the S& T Management Development Working Group.
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Governance Structure for
Science & Technology ((S& T) Management Development

Laarning and Developnert Coundine
President COVD

SET HR Sanicr Stasring CTTEE

Caommunity Woling Grosp
Corsmmily ADM Champlon

Depl 3
Sxacufive Champion

Depl 5

Execufive Champion

Degt 4

Exeoutive Champlon

Degt 6
Exeoutive Champion

/11

CANADIAN CENTRE FOR MANAGEMENT DEVELOPMENT



