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8000 FTE 
 
Number of employees covered by the initiative if applicable: 
 
High potential future managers 
 

 

Kent County Council’s Future Managers Programme (FMP) 

 

Introduction 

 

At KCC we have undertaken comprehensive evaluation supported by the LGA to 

gain a clear profile of our current management and leadership skills in 

comparison to what is required to achieve our strategic vision.  KCC’s Leadership 

and Management strategy is aligned to this. The focus in 2013/14 was on our 

pivotal Middle Manager population. Our aim is to continue to build capacity and 

develop the skills, behaviours and the mind-set future managers will need as we 

continue to transform and evolve into a strategic commissioning authority.  

There is enthusiasm to spot future managerial potential across the workforce and 

do something with it – at a pace.  This enthusiasm is strongly supported by 

Corporate Directors and Members. 

 

Our story so far is about how we have explored and tested this appetite through 

an innovative approach that places KCC at the forefront of investing in talented 

future managers to successfully deliver our priorities. 

 

Manager perception 

 

The readiness and capability to spot and nurture talent was surveyed 

organisationally in May 2014 and we knew that: 

 

• Managers have the skills to identify talent 

• They were confident in supporting development of future managers 

On this basis KCC took the opportunity to focus on the creative design of a high 

quality, high relevance development initiative rather than on the selection 

process and administration.  

 

Backed by the the Corporate Management Team the message was….. 



       Page 3 of 6 
 

 

• Business transformation requires different managerial skills, behaviours 

and mind sets 

• Senior managers want to spot and nurture future management talent and 

the perception is they can do this. 

• We have internally designed, at no additional cost and with key 

stakeholder input, a high quality development opportunity relevant to  

strategic priorities 

• It’s a pilot, not set in stone and will be monitored and evaluated from 

conception to completion to assess return on investment. 

• Let’s seize the opportunity and move ahead quickly 

 
Consultation for innovation 

 

We were clear from evaluation and KCCs “Recruiting for mind-set, develop for 

skills” “strategy” of possible content and our priorities encourage the achievement 

of excellent outcomes at a pace with minimum back office process.  

So – key internal stakeholders were specifically invited to bring fresh thinking and 

innovation to the future manager concept rather than its content and criteria.  The 

ideas were: 

 

• Open to all KCC non managerial staff.  There should be no “grade or 

salary” barriers in identifying high potential. There should be no limit on 

numbers. 

• Generic tips on high potential / high performance to prompt discussion and 

thought. No HR criteria or score sheets. 

• Explicit clarity of expectation for all key stakeholders is necessary. The 

FMP does not guarantee career progression, promotion or fast track 

interviews. No HR led talent management pool. 

• To calculate return on investment and impact on the employer of choice 

agenda, feedback is a key expectation from management and delegates.  

 

Minimal Process 

 

HR Business Partners introduced the FMP concept in August 2014. A week later 

Directors began dialogue around nominations. The selection timetable coincided 

with the action planning mid-year review cycle.  Managers were encouraged to 

align discussions to concurrent dialogue on succession and workforce planning.  

 

The conversations 
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HR Business Partners fed back on Senior Management Team conversations. In 

smaller divisions there were some clear cut fast paced decisions. One larger team 

opted to create a mini selection criteria based upon the high potential indicators. 

Several management teams cascaded the invitation followed by debate back at 

the SMT table.   

Purposefully HR did not request reasons or explanation of choices.  Decision 

making and dialogue sits firmly within the business as managers are accountable 

for the conversations around who joins the programme – and who does not. 

 
Equality and Diversity integration  

 

“High potential high performing employees will not necessarily be full time 

members of staff who work closely with managers and have the ability to 

evidence and be involved in higher profile projects” (KCCs tips on identifying 

High Potential August 14) 

 

The equality and diversity agenda was integrated throughout the Future Manager 

Programme concept. 

 

Nominations closed and a high level project update went to the Directors 

Organisational Development Group (DODG) for agreement and to Corporate 

Directors for sign off. This included a comparative analysis of anonymised 

equalities and diversity data showing simply the protected characteristic 

percentages of the FMP delegates, the current management population and 

organisation wide. 

 

No debate was intended. This approach gave a quiet but powerful indication of 

how the programme could potentially impact on groups currently under 

represented in management. It also highlighted where high potential could be 

being missed. 

 

Evaluation  February 2015 

 

Managers said they wanted to spot talent and they did.  The creation of a FMP 

SharePoint site and feedback surveys monitor managerial support and provide 

excellent learning which will inform how the programme will evolve. We have 

some superb case studies where learning is being used to meet real business 

need and develop our future managers. 
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Existing interventions, the bespoke Kent 360 assessment and neuro scientific 

profiling to ensure alignment with the wider Leadership and Management 

strategy provide delegate group intelligence. 

 

The group have developed key skills to deliver the Council’s strategic vision and 

progress into managerial roles. 

 

 

 

Measures of success 

 

There are clear measures of success aligned to the programme and whilst it is 

too early to evaluate the full impact of the programme, we know that. Quality 

conversations happened with no HR intervention, the number of delegate’s 

outweighed expectation, the internal programme design was delivered at zero 

cost and real links were made to work force planning and outcome based project 

team agendas. 

 

An additional success comes in the form of genuine high level interest from the 

Directors Organisation Development Group who have sought a commitment from 

HR regarding continued deep dive evaluation. Accountability for progress and 

managerial support has been naturally assumed at this level. Removing the HR 

process around talent management and encouraging business decisions is in 

itself contributing to business impact and developing a culture of self-sufficiency. 

 

 

 

 

 

 

 

 

 

 

 

 

 



       Page 6 of 6 
 

 

 
 
 
 

 

 

 

 

 
 
 
 
 
 

 
 


