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Engelsk oversettelse av tittel og sammendrag – «Lite tid til fag og folk»
Tittel: «When Administration Crowds Out Leadership»
 
Oversettelse av sammendrag
The leadership survey sample consists of 520 respondents with broad geographical representation. The largest proportion comes from Vestland County, followed by Rogaland-, Trøndelag-, Østfold-, and Agder County, while Oslo- and Finnmark County are relatively underrepresented.
Most respondents are department managers (71.9%), while a smaller proportion are unit managers (19.1%) or hold other management titles (9.1%). This means that the findings largely reflect the experiences of managers who are closely involved in day-to-day operations.
The summary presents the main findings related to educational background and leadership competence, service organization, managers’ use of time, recruitment and competence, recruitment strategies, and the framework conditions for leadership.
2.1 Educational Background and Leadership Competence
The survey shows that more than half of the managers (56.3%) are social educators (vernepleiere). The second largest group (18.8%) reports having other relevant professional backgrounds, while the third largest group consists of registered nurses (17.3%). A small proportion (2.7%) report being occupational therapists.
Regarding further and continuing education in leadership:
· 29% report having no formal leadership education.
· 29% have completed 30 ECTS credits in leadership studies.
· 16.9% have completed 90 ECTS credits.
· 6.5% have completed 120 ECTS credits.
· 5.2% hold a master's degree.
Overall, the findings demonstrate considerable variation in managers’ formal leadership qualifications, with approximately 30% lacking formal leadership training.
Approximately 45% report having other forms of continuing or further education, while around 30% indicate that they do not have such qualifications.
2.2 Organization of Services: Responsibility, Service Users, and Span of Control
Managers generally carry extensive responsibilities, both in terms of the number of employees and the scope of services provided. Ninety-one percent are responsible for services that operate with 24-hour staffing.
The span of control is often considerable:
· 32% are responsible for 30–49 employees.
· 29% are responsible for 50–99 employees.
· 4% are responsible for 100 or more employees.
Regarding the number of service users with intellectual disabilities aged 18 and over:
· 57% provide services to 5–14 individuals.
· 17% provide services to 15–29 individuals.
· Approximately 13% provide services to 30 or more individuals.
Furthermore, 78% have their office located at one of the service sites, while 22% have offices elsewhere within the municipality. Taken together, these findings show that many managers are responsible for both a large number of employees and several service locations, often within 24/7 care. 
2.3 Managers’ Use of Time: Current Priorities and Desired Priorities
The survey indicates that managers’ daily work is largely characterized by operational and administrative tasks.
· 70% spend a significant amount of time responding to inquiries via telephone, email, and similar channels.
· 59% report spending a significant amount of time ensuring adequate daily staffing.
· 46% spend a significant amount of time managing employee sick leave.
· More than half spend a substantial or moderate amount of time on reporting, documentation, registration, and other administrative work.
At the same time, managers express a clear desire to prioritize their time differently:
· 60–64% would like to spend more time on professional supervision and support of staff.
· Approximately 60% would like to spend more time being visible and accessible to employees.
· Around one-third would like to spend more time on strategic and long-term planning.
Many also report wanting to spend less time on staffing issues, sick leave management, and administrative tasks.
2.3 Managers’ Use of Time: Current Activities and Desired Priorities
The survey shows that managers’ day-to-day work is largely characterized by operational and administrative tasks.
· 70% spend a significant amount of time responding to inquiries by telephone, email, and similar channels.
· 59% report spending a great deal of time ensuring adequate daily staffing.
· 46% spend a significant amount of time managing and following up employee sick leave.
· More than half spend a substantial or moderate amount of time on reporting, documentation, record-keeping, and other administrative work.
At the same time, managers express a clear desire to prioritize their time differently:
· 60–64% would like to spend more time on professional supervision, support, and guidance of staff.
· Approximately 60% would like to spend more time being visible and accessible to employees.
· Around one-third would like to spend more time on strategic and long-term planning.
Many also report wanting to spend less time on staffing issues, sick leave management, and routine administrative tasks.
Comparative analyses reveal substantial gaps between actual and desired time allocation, with the strongest preference being for more time dedicated to professional guidance and less time spent on administrative work.
2.4 Recruitment and Competence
Recruitment, particularly of social educators (vernepleiere), emerges as one of the most significant challenges identified in the survey.
· Around 70% report that recruiting social educators is difficult or very difficult.
· In addition, 44% report major or fairly major difficulties in recruiting staff with other relevant three-year university qualifications.
· Approximately 30% experience similar challenges in recruiting skilled workers and department managers.
Among managers reporting major recruitment challenges related to social educators:
· Nearly half have advertised social educator positions without receiving any applicants.
· 73% have had to re-advertise vacant positions.
· Around half have recruited individuals with alternative three-year higher education qualifications.
· One in three have hired individuals without a relevant higher education qualification.
Clear geographical differences are evident. In Northern Norway, 84% report difficulties in recruiting social educators. In Buskerud County, nearly 90% report major recruitment challenges.
Managers in Agder County generally report fewer recruitment challenges than the national average.
2.5 Measures and Recruitment Strategies
Sixty-nine percent of managers report that their municipality or service has a formal, approved written recruitment strategy.
The most common recruitment measures include:
· Adapted shift schedules (44%).
· Permanent salary supplements (36%).
· Schemes for social educator students, educational grants, or paid educational leave (approximately 30%).
One-time financial incentives or annual economic allowances are used by 12% overall, but by as many as 49% of services in Northern Norway.
2.6 Framework Conditions for Leadership
Managers assess the framework conditions for leadership differently, but several challenges are consistently highlighted.
Many believe that the financial resources available are insufficient to ensure high-quality services. 46% disagree that it is practically and financially feasible to facilitate ongoing professional development and competence enhancement for employees. At the same time, 77% report receiving strong support from their immediate supervisor.
The demands associated with the managerial role are also clearly reflected in the findings. Approximately 60% have considered leaving their position because of issues addressed in the survey. This proportion is lower among unit managers than among department managers.
Comparative analyses reveal substantial gaps between actual and desired use of time, with the strongest preference being for more professional supervision and guidance activities and less administrative work.
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