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SUPERVISORY LEVEL

Watch Manager Development Programme Process

(A Guide for Line Managers)

This document is about the Watch Manager Development Programme application and assessment process that your member of staff is about to undergo.  It describes the process that they should experience and how you can support them during the event. 
The Watch Manager Development Programme (WMDP) Process Overview
The Process
 The WMDP Assessment Stage will comprise of a candidate’s testimony and two PQA based interviews.  

The candidate’s testimony will ask for specific, detailed evidence against five key PQAs. The candidate should write this evidence using the corresponding BAR (Behaviourally Anchored Rating Scale) as a guide. The evidence should be detailed and specific and describe a particular event when the PQA has been displayed, not how they generally display the PQA. They should only use the space provided on the form as the emphasis is on quality not quantity. They will score themselves 1-4 for each piece of evidence. 

The line manager should discuss each piece of evidence in detail with the candidate, exploring it’s accuracy and validity, taking into account what they know about the candidate’s demonstration of the particular PQA. They should compare the evidence against the corresponding BAR and award their own score 1-4. The levels of performance are listed below:

4   = 
Strong Performance – meets all of the positive behaviours expected of that role with no development needs being demonstrated.

3   = 
Acceptable Performance – meets most of the positive behaviours expected of that role with very few development needs being demonstrated.

2   = 
Development Need – meets some of the positive behaviours expected of that role but also displays some development needs or displays one significant development needs that counter balances the positive behaviours.

1   = 
Significant Development Need – meets none or very few of the positive behaviours expected of that role but displays mostly development needs.
On the front sheet of the testimony the line manager will sign a declaration recommending the candidate for promotion or not.

Assessment Stage - PQA Interview Set 1 
Once an individual’s application has been successful they will be invited to attend the PQA Interview Set 1.  During the course of this phase, which should run for approximately one and a half hours, the Applicant should be asked a range of questions regarding the following PQAs:

· Working with Others

· Confidence and Resilience

· Commitment to Diversity & Integrity

· Openness to Change

· Effective Communication

Their performance on each set of questions should be marked by an Assessor, who should have undertaken special training for this role.  Applicants who are successful at this stage should then be invited to PQA Interview Set 2.  Applicants who are unsuccessful should be provided with feedback on their performance in the first interview.

Assessment Stage - PQA Interview Set 2
In the same way as in PQA Set 1, the Applicants should be asked a specific set of questions aimed at a different set of PQAs.  These have been listed below:

· Commitment to Development

· Planning and Implementing

· Commitment to Excellence

· Problem Solving

Following the second interview Applicants should receive feedback from the PQA Interview Set 2 stage which should precede notification of whether they have been allocated a place on the Development Programme.  
The Development Programme
If an Applicant is successful at the Assessment stage they should be eligible for the Development Programme which should then help to develop competence to that of the next level.  Places on the Development Programme should be allocated on the basis of the number of vacancies which should, in turn, be determined by succession planning requirements.  No further details of the Development Programme are given in this document as the focus is on the process of selection and decision making up to that point.

Why use this process?

The Assessment process should be an objective and standardised set of interview questions focusing on gauging the future potential of the applicants, by measuring their performance against the Supervisory Level PQAs.  The focus of the interviews should be on the underlying behaviours that a Watch Manager needs to display rather than the technical skills and knowledge.  These underlying behaviours are what underpin the evolving culture of the modern UK Fire & Rescue Service and ensure continuous improvement.
Continuous Development through Regular Review
Individuals should be used to regular reviews of their performance.  These should be carried out both formally and informally during the year.  Individuals should be given the opportunity to discuss their performance on a regular basis so that they have a clear sense of their achievements and can assess their readiness to apply for the WMDP. 

The Pre-application  Meeting

The pre-application meeting is a separate but related process to the PDR.  These guidelines are for individuals and Line Managers who are working together to prepare an individual to apply for a WMDP.  The meeting should be positioned so as to provide the opportunity for individuals to discuss their performance, identify development needs and review their future aspirations so that they can make an informed decision regarding their application.  
Roles & Responsibilities

The roles and responsibilities for Line Managers, individuals and HR / WMDP Co-ordinators are set out below.
Line Managers
In supporting individuals who wish to progress within the Service Line Managers should spend time assisting them to make a realistic self-assessment against the requirements of new roles.   They should encourage self-assessment against the Supervisory Level Personal Qualities and Attributes (PQAs) which is a key part of this process.  In addition, they should develop an understanding of the career aspirations of the individual, and help them to identify the barriers to learning and the opportunities for development.

Line Managers should use these discussions to encourage open and honest discussion about future career aspirations, current competence and any other factors which may influence an individual’s career decisions.

Individuals

Individuals should share responsibility for their progression.  Individuals committed to career development should:

· Take an active role in their own development; complete activities and develop competences identified as required for the role.

· Make the most of opportunities to demonstrate competence.
· Prepare for and take part in an open and honest discussion about career aspirations.
· Be open about barriers to learning and development.
· Accept and act on constructive feedback.
· Following the PDRM the individual can decide to apply independently of their Line Manager.  It is the responsibility of the individual to complete and submit the application form.

· Individuals will complete the application form and submit to HR.
Human Resource/WMDP Co-ordinators

HR should be responsible for:
· Placing the advert for applications.
· Handling questions from Line Managers and individuals regarding the process.
· Verifying the applications and checking that the competence records are complete.
· Sending out the correspondence, as detailed later, to successful and unsuccessful applicants.
Communicating Results to Individuals

Once HR have reached a decision about who to invite to the WMDP assessment stage they should be responsible for sending out a letter informing successful applicants.  In addition, they should also be responsible for informing those who have been unsuccessful.  
Line Manager Support for Staff

On the basis of the feedback provided at the Application Stage, Line Managers should try to establish the best way forward for Applicants to proceed with their own development.
Successful Applicants
In the case of successful Applicants, Line Managers should have to make themselves aware of the Watch Manager Development Programme assessment process by reading this guidance document.  This explains how the WMDP assessment stage works and what part they play in that process.  Line Managers can then ensure that their member of staff is aware of the next steps.
Unsuccessful Applicants
In the case of unsuccessful Applicants, Line Managers should be responsible for working with them to create a Development Action Plan which will help to address the feedback identified at the application stage.
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