





This fact sheet discusses the skills, personal and team development required both to support effective partnership working and, more specifically, to support effective performance improvement in partnership.

Learning and innovation are essential to successful partnership, particularly when these partnerships are designed – as in health, housing and social care - to tackle complex, interlinked issues, which organisations have failed for years effectively to resolve in isolation. Education and development can help individuals to work in partnership, to cope with uncertainty, complexity and ambiguity and to bond together teams into an effective whole. Whilst specific partnership skills training and development are essential, they are often missing from the training and qualification of practitioners and, indeed, from the training of many managers, elected and non-executive members. 
The reasons for this are familiar – people are promoted into roles for which they have had little preparation and then are too busy fire-fighting to access formal skills or personal development opportunities; it is assumed that host organisations have their own training programmes and that to suggest partnership training in some of the basic issues identified below is unnecessary; budgets are perpetually squeezed and training and development is de-prioritised compared to direct service delivery.

Patients, service users and carers invited into partnerships need relevant skills and understanding of the process and should have individual development plans.
Skills needed for partnership working include those listed below. Assessing and addressing gaps in these, either individually or in teams as appropriate, should be incorporated into the development plan of all individuals involved in partnership and team working:   

	· Communication
	· Political awareness 

	· Conflict resolution
	· Leadership skills 

	· Negotiating skills and ‘win-win’
	· Team dynamics

	· Understanding and managing change
	· Developing and maintaining constructive working relationships

	· Understanding benefits of and barriers to successful partnership working 


Broader organisation and personal development needs should be identified for all relevant partnership groups and individuals (practitioners; junior and senior managers; elected and non-executive members; voluntary sector members; service users and carers). These activities should aid understanding of the unique contribution of each discipline and organisation and the potential for shared, complementary work. Activities can include:

· Secondments, shadowing and exchanges between organisations. Don’t expect these just to work by themselves; they need structured feedback and resolution of personality clashes - a developmental approach which seeks to explore and work through preconceptions and prejudices 

· Joint project work

· Organisational development days - take teams out of the work environment for focussed organisation development interventions relating to their agenda.
· ‘Action learning’ – learning together from experience, knowledge transfer, seeking out examples of good practice, sharing research. 
· Encourage secondments and joint posts across the statutory and voluntary sectors

· Development of formal or informal networks based around client groups or localities
In addition to the above are the specific skills required in the deployment of performance improvement systems – both personal and organisational. Again, it is important not to assume that host organisations have already developed their staff with these skills – they may not have, and even if training has been provided, it will relate to single organisation mechanisms, not the complexity of partnership performance management:
· A focus on outcomes, and an understanding of what that means

· Awareness of how and why the performance improvement system operates

· Understanding what is expected of them

· Designing service and individual outcome objectives

· Selecting appropriate performance measures

· Communication skills, such as effective listening, questioning and feedback. 
· Communicating performance expectations, rewarding good performance and dealing supportively with under-performance

· Identifying constraints to performance and how these can be overcome
· Identifying development needs
· Using, analysing and acting on performance information 
· IT communications systems and training in their use
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Further Resources:
Smarter Partnerships has developed a self-assessment tool.  ‘Developing Skills for Partnership Working’ helps people and partnerships to assess their learning needs focussed on four areas: Leadership, Trust, Learning and Managing for Performance. 

The Improvement Network has a section on Organisation and People with a range of tools.
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