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The Brief

1.      Scope
1.1    Thirteen is a North East-based housing association, owning and managing over 36,000 homes across the North East, Yorkshire, and the Humber. With over 1,500 dedicated colleagues, we provide homes and services to approximately 100,000 customers.
1.2    Our vision is to become the most trusted housing association, where our customers are happy and engaged. We aim to achieve this by empowering our brilliant people to deliver outstanding homes and services.
1.3    Following a recent cultural audit, updates to our target operating model, and the insights gathered through our latest Investors in People assessment, it’s clear that investing in leadership development is vital for driving the cultural shift necessary to achieve our strategic goals.
1.4    We are therefore preparing to launch a comprehensive leadership development programme in 2025 to focused on our Chief Executive, Executive Directors, and Service Directors (collectively our Senior Leadership Team) and then to all leaders and people managers across the organisation.
1.5    Our Leadership ambition is to develop inspiring and capable leaders who excel in their current roles, while also building a robust and sustainable approach to our competency framework. This framework defines the expectations we set for leadership and reflects the evolving needs of both our organisation and the sector—directly supporting our strategic ambitions.
1.6    In addition, we recognise there are core manager capabilities that require urgent attention to enhance the colleague experience. We are keen to explore how we can address these in a way that aligns with, and complements the broader programme, as we acknowledge that progress in one area without the other would limit overall impact
2.      Context
2.1 To help us deliver the best for our customers, create more engaging workplace cultures, rekindle our colleagues' sense of belonging and purpose, and create an environment where both colleagues and residents can thrive, we initiated a cultural audit in July 2023.  A key requirement of this audit was to help us review and if necessary, refresh our mission, vision, values and associated behaviours, and from there identify recommendations that would support us embedding our desired culture at organisational, team and individual level.
2.2 In May 2024, we launched our updated mission, vision, values, and associated behaviours to our colleagues. We are now actively implementing the audit's recommendations through a cultural re-energising program.  A copy of our revised mission, vision and values is shown in Appendix A and associated behaviours is shown in Appendix B. 
2.3 In June 2024, we began working on our target operating model, ensuring that we are set up effectively to deliver our business strategy.
2.4 A key recommendation from both these activities has been to focus on our leader development, initially for our senior leaders, and from there more junior leaders across the business (although we are open to a discussion as to whether this is the correct approach for us).  This recommendation has subsequently been reaffirmed during the reaccreditation of our Investors in People Gold which took place in December 2024.
2.5 To assist in this, we’ve refreshed our organisational leadership competency framework which reflects the evolving needs of our organisation and sector while directly supporting our strategic ambitions. It’s built on three key pillars:
· Creating Clarity by being strategic and visionary, walking the talk and being curious, challenging and strong communicators. 
· Generating Energy by building brilliant teams, being fabulous story tellers and true team players
· Delivering Success by being driven to deliver, focused on the customer, being effective influencers   and negotiator and being accountable and growth orientated.
2.6	The competency framework also defines how these pillars are expressed differently across the organisational tiers. By clarifying these distinctions, we hope to support our operational leaders in better understanding how strategic expectations translate into practical, day-to-day application—bridging the gap between strategic intent and execution. It also highlights how a lack of strategic leadership can result in unintended operational behaviours, such as micromanagement.
2.7 	This framework also reflects the evolving needs of our organisation and sector while directly supporting our strategic ambitions. It was shaped by several key factors:
· Alignment with Our Target Operating Model (TOM) – Ensuring leadership behaviours drive transformation and operational goals. 
· Investor in People (IIP) Feedback – Addressing areas for improvement based on insights from staff and stakeholders
· Professionalism Standards in Housing – Aligning leadership behaviours with sector best practices and ethical expectations.
· Our Ambition to Be the Most Trusted Housing Association – Cultivating leadership that fosters clarity, energy, and success.
· Reflecting Our Current Culture & Future Aspirations – Providing a relevant, actionable framework for leaders navigating change.
2.8 Having now established a clear leadership competency framework that defines what great leadership looks like for us; the next step is making sure these principles are lived—translated into everyday behaviours and decisions by our leaders and that they’re having a positive impact on the experience of colleagues right across the organisation.
2.9 At the same time, we are keen to understand more the feedback we’ve been getting from colleagues, trade unions, and our Culture Working Group around key issues related to general people management principles. 
· How to manage teams effectively without resorting micro management
· How to hold meaningful, coaching-led conversations with colleagues
· How to appropriately address bullying and harassment
· How to maintain confidentiality and integrity throughout people-related processes
In response, we are proposing the development and rollout of targeted training for all operational managers and team leaders. This training will build confidence and competence in these areas, ensuring our management approach is both supportive and aligned with our organisational values. Importantly, this initiative will form a foundational step in supporting our broader leadership transformation programme—equipping leaders at all levels with the mindset, tools, and behaviours needed to lead with clarity, compassion, and accountability in a changing organisational landscape.
3 Consultancy Goal
3.1 We are looking for bids from experienced consultancies, or joint bids from aligned partners, to collaborate on the co-design and delivery of two programmes. 

Programme 1:  A high-impact, transformational leadership programme. (approx. 234 colleagues)

This will align with our strategic vision and inspire our leaders to think boldly, lead authentically, and drive lasting change across our organisation. This programme will be tailored to support two distinct leadership groups:

· The Senior Leadership Team (tiers 0–3), including the CEO, Executive Directors, Service Directors and Heads of Service

· All other leaders with people management responsibilities (tiers 4–6)

This programme will align with our strategic vision and inspire leaders to think boldly, lead authentically, and drive lasting change across the organisation. It must remain strongly anchored in our core leadership competencies while reflecting the contextual expectations of each tier. We envision a holistic approach that brings consistency in values and language, while enabling relevant, impactful development at every leadership level.

Programme 2: A practical foundation programme for operational managers and team leaders (approx. 234 colleagues)

This programme will complement Programme 1 by strengthening people management capabilities at the operational level. It will equip managers to lead without relying on hierarchical control, instil best practices, support a coaching culture, and align leadership behaviours with organisational values. This programme is critical to addressing the transactional capability gaps identified in section 2.9, which, if left unaddressed, will continue to hinder progress toward our transformational leadership goals.

3.2	The chosen partner(s) will collaborate closely with Thirteen to bring our refreshed leadership competency framework to life during these programmes, and at the differing ‘levels’ expected, through practical, targeted learning experiences designed to drive behavioural change, build trust and consistency and enable leaders to deliver an outstanding experience for our colleagues and customers.
3.3	Our ideal delivery model will be well-paced, fostering an environment of trust and psychological safety. We want it to build readiness for change and support lasting, sustainable growth across the organisation. This includes strengthening relationships within and across teams, encouraging cross-functional collaboration, and building a shared language of leadership across all levels. We also want guidance on how to embed this training into the organisation moving forward, i.e. manager induction, values training, slimmed down leader training programme to new starters, successors etc. We envision the development of a branded suite of leadership tools and resources that can be called upon in future, forming part of a recognisable and aspirational ‘Thirteen Leadership Toolkit’. This toolkit should be adaptable, scalable, and aligned with our values and leadership competencies, becoming a badge of honour and a rite of passage before colleagues are considered for new roles.
3.4   We want both programme(s) to be:
· Practical, behavioural, and reflective
· Fun, inspiring and challenging—encouraging real behaviour change through experiential learning and personal insight
· Designed to build self-awareness, confidence, and a strong connection to our values
· Delivered in a way that feels fresh, human and impactful, not formulaic or overly corporate
With an approach that helps leaders:
· Lead with clarity and confidence in a modern, fast-changing world
· Model our refreshed values in day-to-day behaviours
· Think about the level of trust that they have and how to create it to support psychological safety improving within and across teams
· Have open, honest conversations and address poor behaviour, drive energy and deliver success.
· Improve emotional intelligence, empathy, and interpersonal effectiveness
We are particularly looking for a programme that surprises and energises participants, challenges conventional approaches, and brings in creativity, storytelling, and real-world application.
  3.5 	We’re seeking consultancy partners who will work closely with our internal stakeholders to co-design 	and validate both our leadership development and foundational development programmes. While 	we’ve outlined some initial themes in our briefing document, we expect consultants to explore these 	further during the discovery phase, engaging directly with managers and team leaders to 		understand what’s working well, where the challenges lie, and what kinds of support would have the 	greatest impact. Using insights from our cultural audit, IIP feedback, trade union input, and broader 	colleague contributions, alongside light-touch diagnostics, we aim to identify current gaps in skills, 	behaviours, and knowledge. This will form the basis for targeted, meaningful development 		interventions that reflect the real needs of our people and organisation. 
3.6  	We require the partner(s) to propose and implement a robust impact evaluation framework that captures behaviour change through both qualitative and quantitative metrics. This should include pre- and post-programme assessments, clear behaviour change indicators, and ongoing leadership feedback from colleagues and teams. Effectiveness measures could include improvements in trust and engagement scores, Investors in People (IIP) feedback, and other relevant organisational indicators to demonstrate meaningful progress.
3.7    We also want the programme(s) to include elements of team building and collaboration—both within teams and across functions. This should include experiential activities and facilitated sessions that help leaders:
· Build trust and psychological safety across team boundaries
· Strengthen cross-team relationships and reduce siloed working
· Develop shared goals and collaborative problem-solving skills
· Understand and leverage diverse strengths across the organisation
These elements should be woven into the leadership journey and not treated as standalone events. We want leaders to leave with practical tools and approaches they can use to foster collaboration and cohesion in their day-to-day work.
3.8 	To support long-term sustainability and internal capability building, we would like the partner(s) to include a train-the-trainer component. This should equip selected internal colleagues with the skills, confidence, and resources to deliver elements of the leadership and foundational programmes in-house.
The train-the-trainer approach should:
· Be aligned with our leadership competency framework and values
· Include practical facilitation skills, coaching techniques, and guidance on delivering experiential learning
· Provide access to branded materials, toolkits, and session plans that can be adapted for future use
· Enable internal trainers to deliver induction modules, refresher sessions, and tailored interventions for new starters, successors, or specific teams
We want this to form part of a wider strategy to embed leadership development into our culture and ensure that the impact of the programme continues beyond the initial delivery phase.

4 The Requirements
4.1    GDPR: N/A

4.2 Safeguarding: N/A

4.3 Health & Safety: N/A 

4.4 Social value: N/A

4.5 Environmental assessment: N/A

4.6 [bookmark: _Hlk137822952]Carbon Footprint data: N/A

4.7 Customer input: N/A

4.8 TUPE N/A


4.9 Specific requirements
We require assistance in the design and delivery of:
A Transformational Leadership Programme
· Targeted senior leaders (CEO, Executive Directors, Service Directors) and mid-level leaders (Heads of Service and other operational manager and team leaders)
· Should inspire bold, authentic leadership aligned with strategic goals and our Leadership Competency Framework (Clarity, Energy, Success).
· Must be experiential, reflective, and focused on behaviour change and emotional intelligence, building trust and collaboration within and across teams.
        A Foundational Operational Leadership Programme
· For operational managers and team leaders
· Targeted training focused on general people management principles: How to manage teams effectively without resorting to excessive control, how to hold meaningful, coaching-led conversations with colleagues, how to appropriately address bullying and harassment, how to maintain confidentiality and integrity throughout people-related processes, and how to foster team cohesion and cross-functional collaboration.
· Builds confidence and competence in these areas, ensuring our management approach is both supportive and aligned with our organisational values and provides a foundational step in supporting our broader leadership transformation programme.
        Delivery Expectations
· Co-designed with internal stakeholders, including the integration of branded leadership tools and resources that reflect our organisational identity.
· Prioritised rollout to high-need areas to ensure early impact.
· Aligned with feedback from our cultural audit, Investors in People reaccreditation, and wider colleague input.
· Delivered in a style that is engaging, human, and reflective of our organisation's tone and aspirations, with opportunities for experiential team-building and collaborative learning.
· Rollout Approach
· Support a phased rollout strategy, prioritising areas with the most urgent development needs.
· Provide a scalable delivery plan to ensure consistency and quality across cohorts.
· Ensure leaders at all levels feel safe, supported, and challenged throughout their learning journey.
· Embed follow-up mechanisms (e.g. coaching, peer groups, action learning sets) to ensure long-term behaviour change.
Sustainability and Internal Capability
· Consideration to a train-the-trainer element to build internal capacity for ongoing delivery and cultural reinforcement. This should include facilitation skills, coaching techniques, and access to branded materials and toolkits.
· Equip internal facilitators with the skills, materials, and confidence to deliver future programme iterations and refreshers independently, including induction modules and leadership onboarding.
· Provide reusable toolkits, resources, and delivery guides tailored to our internal audience and organisational language, forming part of a recognisable and aspirational ‘Thirteen Leadership Toolkit’.
Evaluation and Impact
· Include a robust evaluation framework with short, medium, and long-term measures. Assessing immediate learning outcomes, behavioural change over time, and sustained cultural impact. Evaluation will combine quantitative and qualitative data, aligned to our leadership competencies, IIP feedback, and organisational trust and engagement metrics. 
Core Objectives
· Foster a values-driven leadership culture by embedding our refreshed culture into everyday leadership behaviours.
· Build consistent leadership practices that reflect our shared values, enhance trust, and support psychological safety—both within teams and across the organization, with a focus on strengthening cross-team collaboration. 
· Build leadership capability at all levels to support strategic and cultural goals.
· Address current leadership challenges (e.g., low trust, inconsistency, micromanagement).
· Deliver measurable improvements in colleague experience and organisational performance.
· Performance Requirements
4.10 Programme Specific performance requirements to be determined at contract mobilisation

5 Performance Measurement
5.1 Contract performance meetings to take place at least every quarter, however, the timescale will be set at the contract mobilisation stage as programme is yet to be defined. 

6 Implementation
6.1 Contract Mobilisation will take place over the first month to discuss the overall scope of the project
6.2 Following this, a further plan will be agreed between Thirteen Housing Group and the winning bidder. 

7 Contract Management
7.1 We’d ask that the provider liaises with a small project group made up of the People Team to deliver the specific requirements for the programme. 
7.2 We’d also ask that a single point of contact is identified from both the provider and Thirteen to support the overall management of the contract with specific individual(s) identified.  We’d suggest that these take place monthly and via Teams.
7.3 Finally, we’d ask the provider to use our standard terms and conditions, which are included within the tender pack.
8 Contract Pricing
8.1 We anticipate working with the same consultants for the duration of this contract, unless otherwise agreed.
8.2 Any third-party involvement must be agreed in writing prior to appointment
8.3 Pricing will remain fixed throughout the duration of the contract. 
8.4 Please set out prices for each phase, exclusive of VAT and expenses.  
8.5 In the event there is a change in legislation arising from a change in law, increased costs arising from this event will be discussed and negotiated.  
9 We do not anticipate paying any expenses other than adhoc and those that are prior agreed. Any travel and hotel costs should be included within the pricing
10 Thirteen have identified that there may be requirements not yet known, such as additions or alterations to the project scope (due to evolution of current requirements) and increased requirement, which may result in contract variations compliant with the Procurement Act 2023 throughout the lifespan of this contract.

11 Tender Timetable
	Tender Timetable
	Date

	Invitation to Tender Issued
	24th October 2025


	Clarifications via portal close date
	14 November 2025 5pm


	Tender Return Deadline
	24 November 2025 12pm


	Evaluation Dates
	w/c 24 November 2025

	Clarification Interviews (if required)
	w/c 1 December 2025


	Notification of the Award Decision
	w/c 8 December 2025


	Contract Commencement
	1 January 2026







12 Tender Evaluation and Award Criteria
12.1 We’ve set out our consultancy goal within the main sections of this document. To help us choose the right consultancy support, we’d ask that you submit a proposal that would address the key questions we’ve set out below:
Design and Customisation
· How would you approach the design and delivery of a leadership development programme, from initial consultation through to implementation and beyond—including training in-house colleagues to deliver it?
· What strategies would you use to engage and challenge senior leaders at varying levels of experience, ensure psychological safety, and support behavioural change and continuous development?
· How would you ensure the programme is both practical and evidence-based, achieves stakeholder buy-in, and remains relevant and adaptable to evolving leadership needs?
· Please explain your experience delivering similar leadership development programmes to organisations size and ambition.

Content and Delivery
· What additional qualities, core topics, delivery formats, and current leadership trends would you recommend including in our leadership development approach—and how would you ensure it is engaging, participative, and aligned with best practice?

Expertise
· Who will design and deliver the programme, what relevant experience and qualifications do they have in working with senior leaders, and how will individual support such as executive coaching be integrated alongside group learning?

Measuring Impact
· What outcomes would you expect from this approach, how would you assess its effectiveness—both individually and collectively—and can you provide examples of measurable impact from similar programmes you’ve delivered elsewhere?

Timetable and Timescales
· Please provide a detailed project timetable, including key milestones, deliverables and dependencies, indicating your proposed start date, estimated duration and any factors that might impact delivery.

12.2 THG reserves the right to seek clarification from any or all of the Potential Providers during the evaluation period.  This may be in writing or by means of a clarification meeting.  This is to help the THG to consider the Tenders.
12.3 THG may decide to interview Potential Providers or hold clarification meetings to help in the Tendering    process.  THG will notify Potential Providers of this in due course. 
12.4 THG will only evaluate documents which have been requested as part the tender submission. Any additional documents uploaded on the e-tendering portal as part of your submission, which have not been requested, will not be evaluated. 
12.5 We’ll award any tender considering the quality of the proposal alongside the relevant skills, experience and knowledge of the provider and the consultants who will be assigned to the contract, whilst also considering the proposed costs.
12.6 THG give no warranty as to the accuracy or completeness of the information contained within this Tender, THG also disclaims any liability for any inaccuracy or incompleteness.
12.7 All bidders will be deemed to fully understand the processes that THG must follow under relevant European and UK legislation, particularly The Public Contracts Regulations 2015.
12.8 If THG receives only one tender in relation to this tender, the Potential Provider will be awarded the contract provided that they meet the Minimum Total Score of 45% Quality Threshold. 
12.9 If two or more Potential Providers obtain the highest total score, the Potential Provider with the highest score for question 5 will be deemed the winner and awarded the Contract. 
12.10 THG requires Potential Providers to achieve a minimum of 45 of the quality score to enable them to be taken to the pricing stage.



13 Contract Particulars
	Item
	Contract Details


	Tender reference
	Find a Tender Published 24/10/2025
Contract reference: THIR 25 258

	Contract Commencement
	TBC

	Contract Description
	To assist with devising and implementing a leadership development strategy



	Insurance Requirements
	Minimum Insurance Requirements

Employers Liability £10,000,000.00 for each and every claim.

Public Liability – No less than £5,000,000.00 for each and every claim.

Professional indemnity – No less than £5,000,000.00 for each claim.


	Period of contract
	To be finalised upon contract award. The initial assumption is that this will be a 24-month initial term with 2 optional 6 month extensions. 

	Contract Terms & Conditions
	Thirteen Standard Terms and Conditions


	Additional Terms & Conditions
	N/A

	THG Procuring Officer
	Michael Alderson, Category Manager

	THG Contract Manager
	Allison Joynes, Head of Organisation Development





