Conference Sessions


Overview

Follow the links below to read more detail on the various workshops, demonstrations and short stories available at the conference.
Parallel Sessions 1: Workshops

Thursday 6 November at 11.00am
Session 1:
Development centres for resource managers
Session 2:
Quadrophenia Who Am I? - Reflections from a late starter
Session 3:
How choosing the right self-diagnostic tools can be a powerful driver for engaging staff in developmental activities
Session 4:
Framework for an engaging narrative
Session 5:
Exploring the challenges of co-mentoring: A collaborative approach in Liverpool
Session 6:
The fourth silver bullet is to double the number of your staff
Development Showcase

Thursday 6 November at 15.30pm
Demonstrations
Session 7:
Engaging with audience response systems
Session 8:
Camel or thoroughbred? A story of eLearning resource development by online committee
Short Stories
Session 9:
The rough guide to staff placements
Session 10:
The Edinburgh learning and development collaborative
Session 11:
Future-pacing: Getting knowledge into the muscle
Parallel Sessions 2

Friday 7 November at 09.30am 

Workshops

Session 12:
Using auto-ethnography to inquire into the lived experience of staff developers in higher education
Session 13:
Meet the facilitation time lords
Session 14:
Interdisciplinary leadership
Session 15:
Leadership development - planned and emergent approaches
Session 16:
Storyboarding: Creating your own narratives for success
Short Stories (20 minutes)
Session 17:
Developing leaders across boundaries at Cardiff University a positive story to tell
Session 18:
Small is beautiful – how people still matter in blended learning
Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am
Session 1: Development centres for resource managers
Workshop contributors: 
Anne Miller, Leadership and Management Development Manager, University of Bristol
Roger Morley, Staff Development Manager, University of Bristol

Room: Charlotte Room, Ground Floor
The aim(s) of the session:

To share the experiences of formulating, planning and delivering innovative two day development centres for middle managers at the University of Bristol. The aim of the centres is to identify and develop the potential of managers in this staff group.

Content: 

The University of Bristol resource manager’s group has been meeting for over five years. The notion of development centres was raised at one such meeting and, as expression of interest was high the process of planning centres commenced. 

It was decided to run centres for members of this group prior to opening it out to members of the wider University.

The working party comprised two directors, one manager with experience of development centres, an academic and two members of the development team.

This group identified appropriate numbers, the format of the centres and potential observers. A sub-group of four members devised exercises for participants to be observed participating in.

The centres consisted of observed work related exercises to examine such things as leadership, and psychometrics.

A further part of the exercise was the identification and training of people to observe the attendees. These had to be at a more senior level in the organisation than the cohort of delegates.

The University of Bristol team feel that this is an innovative method of personal and professional development for managers and that the presentation would be of interest to conference delegates. Outcomes include identification of potential to benefit the attendee and the University.

The presentation will involve the process in setting up the centres, how the centres were run, and follow up.

Delivery method: 

The delivery will take the form of a puppet show, reflecting upon the process from conception and delivery, plus the thoughts and actions following the centres.

This will be a participative exercise, members of the group being invited to recount similar activities they have been involved with, either as a facilitator or a participant. 

The presenters have previously had experience of development centres as both facilitators and participants and are able to share the experience of centres in higher education and within other organisations. 

Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am

Session 2: Quadrophenia Who Am I? - Reflections from a late starter
Workshop contributor:
Clive Betts, Staff Development Officer, University of Exeter 

Room: Princess Room, Lower Ground Floor
The aim(s) of the session:

Having taken a sudden career change late in my working life I would like to explore some of the areas that have proven most challenging to me in my efforts to get to grips with what a staff development officer does and what the job should feel like. To do this I aim to employ some of the most productive, thought-provoking and memorable techniques that I have used or encountered in my twelve months as a staff development officer.

In summary there are two main aims:

1. To encourage colleagues to think constructively about whom they are and what they do in their own jobs and to remember why they turn up at work.

2. To explore in more depth the job (and significance) of a staff development officer in a rapidly changing HE environment – from “being strategic” to the differences between support, advice, guidance, mentoring, pastoral care and coaching.
Content:

Welcome

Part one:
Who am I? (Synchronised presentation)

Part two:
Who are you? (Show and tell)

Part three:
Do you ever look in the mirror? (Seeded group discussion)

Part four:
Messages (Musical interlude)

Part five:
The world in which we live (Have I got News for You? game)

Part six:
The good life (Appreciating what we have and taking it away with you)

Close 

Delivery method:

There are several methods employed: the main element will be delivered as a synchronised, un-spoken presentation. Themes will be explored through group discussion, through music, through interactive games and a version of ‘show and tell’ where delegates will be invited to bring along objects that encapsulate how they feel about their own jobs and to explain them to the audience.

Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am

Session 3: How choosing the right self-diagnostic tools can be a powerful driver for engaging staff in developmental activities

Workshop contributors:
Helen Ashley and Becky Walker, Staff Development Team, University of Teesside

Room: Andrews Room, Ground Floor
The aim(s) of the session:

The University of Teesside staff development team, like many organisations, use a wide range of self-diagnostic tools to support and inform their developmental programmes. We aim to engage with the needs of the widest possible range of staff by embracing a number of learning styles and modality preferences as well as engaging with staff from all levels of the organisation. 

As part of our on-going work on modes of delivery within a developmental context, we hope to enhance the efficacy of our diagnostics by exploring the experiences and preferences of staff. 

This session aims to bring colleagues up to date with the work we are doing on modality preferences and to offer insight into the ways that different delivery modes can impact upon user experiences and outcomes. 

In this way we hope to increase participant engagement in the process and in the associated development programmes.

Content:

5 minutes: An introductory activity covering the session’s objectives and the team’s work on modes of delivery, plus a brief explanation of activity timings and short technical discussion of each of the self-diagnostic tools being used.

30 minutes: Small group activities carousel (each group would participate in two or three activities):

· On-line diagnostic questionnaire (using lap-tops)

· Electronic questionnaire (using Qwizdom system)

· Paper-based diagnostic activities (using closed questioning style)

· Paper-based diagnostic activities (using open questioning style)

· Focus group diagnostic activities (using structured dialogue style)

5 minutes: Structured feedback activity and discussion from group participants.

5 minutes: Summary, round-up and conclusion

Delivery method:

This session is a highly interactive ‘learning by doing’ session and requires participants to trial a range of diagnostic activities and information capturing methodologies. 

Of most interest to: 

This contribution would be of most interest to colleagues involved in the development and delivery of staff developmental portfolios.

Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am

Session 4: Framework for an engaging narrative
Workshop contributor:
Caroline van den Brul, an associate of the Leadership Foundation for Higher Education and a facilitator on the Strategic X-change programme
Room: Kings Hall, Ground Floor
The aim(s) of the session:

To give people an understanding of what is needed to tell a good story.

Content: 

Based on my experience producing scores of stories for television (from Horizon to Tomorrow’s World), and subsequent reading of the literature. I illustrate the Aristotle maxim that stories are about ‘a change to the status quo which arouse the emotions’.

I build a mindmap of the ingredients of stories: lure, hook, platform, characters, structure, plot and value change. I use clips of audio/video narratives as illustration.

Delivery method: 

Almost entirely demonstration.

Of most interest to:

Typically staff development managers; educational developers; research staff support; heads of staff development; HR practitioners; staff new to staff development; senior staff, etc: no particular group. I do this as part of a 2 day narrative skills course for all levels of Wellcome Trust Fellows from junior to very senior.

Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am

Session 5: Exploring the challenges of co-mentoring: A collaborative approach in Liverpool
Workshop contributors:
Helen Bennett, Staff Development Advisor, Liverpool John Moores University
Annette Robinson, Staff Development Advisor, University of Liverpool
Room: Rose Room, Ground Floor
The aim(s) of the session:
University of Liverpool and Liverpool John Moores University recently decided to explore the possibility of co-mentoring between their institutions, following a networking event at their Regional North West Staff Development Group meetings. Liverpool University hosted the April 2008 regional meeting which offered an opportunity to experience brain friendly learning, and from this meeting the idea was born that co-mentoring could be used by both institutions to support the development of both individual and organisational potential through the encouragement and exploration of a collaborative paradigm for effective and authentic staff development practice.

This aims: 

· To explore the process two staff development advisors went through in order to establish a co-mentoring relationship that demonstrates tangible benefits for both individuals and organisations 

· To share some of the challenges inherent in the process and how these were addressed

· To encourage reflection on personal preferences and challenges by participants, and how these might affect any future co-mentoring relationships within their own regions

· To demonstrate innovative and brain friendly development activities that support individual preferences and learning styles

Content: 

How we got here, and where we see it going - intentions

Getting to know each other: 

· Exploring each other’s preferences and deciding on the best way forward – the process

· Scoping potential and agreeing development goals – individual, organisational and collaborative

· Personality pitfalls - identifying our strengths and possible areas for personal development and their impact on the co-mentoring relationship

· Exploration of activities to support or challenge preferences and learning style
Delivery method:

Accelerated learning/brain friendly presentation plus visualisation techniques including storytelling and cartooning
Activity stations: exploring issues of personal preference and learning style and their impact on the co-mentoring relationship through innovative and participative activities

Discussion forum and personal reflections and learning points

Parallel Sessions 1: Workshops
Thursday 6 November at 11.00am

Session 6: The fourth silver bullet is to double the number of your staff
Workshop contributor:
Dr Keith Sharp, Dean of Faculty of Education, Humanities and Sciences
Professor Philip Sullivan, Manager of the HEFCE Project

Room: George Room, Lower Ground Floor
The aim(s) of the session:

To discuss the learning from a Change Academy and a HEFCE supported project.

Content: 

Imagine how better things would be done and much more could be achieved if the number of an institution’s staff was doubled? Admittedly, this would impact on the HR and other offices including staff development.

Here is the really good part; the extra staff will not cost the institution a penny. These extra staff are students and yes they will be paid. Institutions should at least break even in cost because of markedly increased retention, reduced recruitment and re-recruitment costs, the beneficial affects of having the more satisfied students and later increased alumni donations.

This seminar is based on the findings of a University of Gloucestershire Change Academy project concerning on-campus student employment and a HEFCE Leadership, Governance and Management Fund project which studied an American university’s approach to the same subject. In the American university every academic and support department, including the President’s office, employs students; some in quite responsible positions. The University of Gloucestershire is beginning a different but similar journey. The HEFCE project found that when properly trained students conduct themselves in exactly the same way as regular staff. Given that students are members of institutional audit teams in Scotland and will become members in England and Wales the QAA must be of similar mind.

While UK higher education has great strengths, for some institutions there are questions of student retention, satisfaction, employability, learning, diversity, participation, sustainability and funding, all of which make the project’s finding timely and in many cases transferable. For example, retention in the English higher education sector has not improved since 2002 with a non-completion rate of around 22% despite £millions of additional funding. In 2007/08 alone HEFCE made £246m available to the sector to improve retention with as yet no clear overall effect. Is student employment worth try? 

Delivery method: 

Discussion, questions and answers. Delegates to this seminar will receive a compact disc of findings in advance. They will be asked to take no more than 15 minutes to view the information and bring one question or comment on the day. The 45 minute seminar will share views, experiences, questions, and consider the benefits, drawbacks, opportunities and impediments of increasing on-campus student employment in the UK.

Of most interest to:

HR practitioners, educational developers and staff developers.

Development Showcase: Demonstrations
Thursday 6 November at 15.30pm

Session 7: Engaging with Audience Response Systems

Workshop contributor:
Andy Mee, Learning Technologist, Centre for Staff and Educational Development, University of East Anglia

Room: Rose Room, Ground Floor
The aim(s) of the session:

This session aims to explore the potential of audience response systems, sometimes referred to as clickers, as tools in staff development sessions.

Content: 

Audience response systems can be used in many ways in staff development sessions from recording attendance and evaluating performance to engaging and interacting with participants. During the session we will introduce and explore audience response systems, discuss their potential to support staff development events and activities, and hear an account of their introduction and use in the Centre for Staff and Educational Development at the University of East Anglia.

Delivery method: 

The session will contain elements of story-telling, discussion and, above all, interaction and participative activity.

Of most interest to:

Staff development practitioners, managers and anyone with an interest in learning technologies.

Development Showcase: Demonstrations
Thursday 6 November at 15.30pm

Session 8: Camel or thoroughbred? - A story of e-learning resource development by online committee

Workshop contributor:
Tony Churchill, Educational Developer, University of Leicester

Room: Andrews Room, Ground Floor
The aim(s) of the session:

To share the story of the creation of and evaluate an e-learning resource developed using a wiki environment.

Content:

This story traces the collaborative creation of an online staff development resource. The medium for the collaboration was the Staff Development Forum’s wiki (http://www.staffdevelopment.ac.uk). The intended outcome was a 15 minute online resource exploring health and safety issues as part of induction. 

The core team creating the resource shared all stages of their thinking on its development through the wiki.  Among the issues considered in this open planning process were:

· Intended audience – What needs, knowledge and experiences do they bring to it and what expectations do they have of it?
· Learning outcomes - What will participants achieve by using the resource?  
· Features of an effective resource - How can the resource engage the user?

· Resources needed – What resources and support are needed to create the resource? 

The collaborative environment was used to create and evaluate the resource inviting the involvement of the wider staff development community. This involved an exploration of what has been called Web 1.0 and Web 2.0 - the first and second iterations of the worldwide web.  The resource itself is an example of Web 1.0 – it makes content available with which an individual can interact to learn about a given topic.  The process, however, is an example of Web 2.0 with the emphasis on engaging a wide range of participants in creating content. Wikis are the tools at the forefront of such collaborative development of content. They enable participants to create and edit web pages with similar skills to those needed for word processing.  Consideration was also given to how the resource itself could be used as part of wider Web 2.0 processes.  

The resource created forms part of the Principal Investigators’ (PI) Project funded by Hefce’s Leadership, Governance and Management Fund. This project creates resources that aim to help new principal investigators (PIs) navigate the bewildering array of leadership and management responsibilities that come with this role. The resources provide support for the induction of new PIs and their continuing development throughout their careers.  Such resources can complement, enhance and, in some cases, replace face to face provision.  

Delivery method:

The story of the development will be shared along with the resultant resource.  Participants will take part in activities reflecting the process and asked to comment on the resource.

Of most interest to:
Anyone interested in resource creation from operational and strategic perspectives.

Development Showcase: Short Stories
Thursday 6 November at 15.30pm

Session 9: The rough guide to staff placements

Workshop contributor:
Stephanie O’Halloran, Active Community Programme Adviser, The Open University

Room: George Room, Lower Ground Floor
The aim(s) of the session:

Share with delegates the findings of a comprehensive review of The Open University’s Staff Placement Scheme – what the benefits have been to the institution and individuals, and recommendations for improvement.

Content: 

The innovative Staff Placement Scheme has been in operation at The Open University since 2001, and serves to provide experiential development opportunities to existing staff in the form of short-term (up to two years) work placements.  Since its inception, over three hundred people have been on a staff placement, and there are currently more than sixty people on the placement register looking to be placed.

This session will narrate the history of the scheme, how it works in practice, what the perceived benefits are and the difficulties encountered.  It will outline the approach the review of the scheme took, and conclude with the findings concerning the scheme’s institutional impact and recommendations for the future.

Delivery method: 

This session will be delivered as a workshop, with discussion at the end.
Of most interest to:

Staff development managers; heads of staff development; HR practitioners, senior staff.

Development Showcase: Short Stories
Thursday 6 November at 15.30pm

Session 10: The Edinburgh learning and development collaborative story

Workshop contributors:
Jessica Ware, Napier University
Lorna Prince, Queen Margaret University
Jill Meighan, Napier University
Lesley Dicker, Edinburgh College of Art
Alan Taylor, Edinburgh University
Julie Dickson, Heriot Watt University
Caroline Warnock, Jewel and Esk Valley College

Room: Princess Room, Lower Ground Floor
The aim(s) of the session:

· To provide an overview of the Edinburgh learning and development (L&D) holistic collaboration story so far, what we’ve tried to achieve through this and how we know if we are achieving our aims
· To explore how collaborating on a range of L&D projects can support continuous professional development and career paths for university staff and L&D professionals, which in turn supports our institutions’ structures and strategies
· To share some tools, tips and techniques on our collaborative activities
· To provide the delegates with a choice of options for how the story will continue
Content
Context and history: 

· The beginning, the middle and the end? 

Getting to know each other: 

· Who are we and what do we do?

· As professionals exploring and working with each other’s preferences and styles

· As developers and our own development goals – individual, organisational and collaborative

· Our L&D teams, staff and institutions – how these impact on what we do

Delivery method:

An interactive workshop exploring the session content through presentation, discussion and activities.

Of most interest to:

Staff development advisors, managers, HR practitioners and staff new to staff development in higher education
Development Showcase: Short Stories
Thursday 6 November at 15.30pm

Session 11: Future-pacing: getting knowledge into the muscles

Workshop contributors:
Vincent Cornelius, Training and Development Adviser, De Montfort University
A Neuro Linguistic Practitioner (NLP) Master Practitioner
Room: Charlotte Room, Ground Floor
The aim(s) of the session:

By telling the story of how I have developed and use an NLP technique known as ‘Future-pacing’ in order to consolidate learning within training and coaching sessions I aim to:

· Describe the purpose, process and the effects of Future-pacing

· Share the skills with colleagues – let’s shake up our senses…

· Future-pace colleagues to consolidate the learning

The purpose of this session is to share a technique that is proving to be a highly effective way of consolidating and transferring learning into the workplace at the end of training and coaching sessions. So - if you want to consider a different way of rounding off your sessions then come and listen to my story! 

Delivery Method

· Story-time - Hearing from me what Future-pacing is and how I use it

· Getting your hands dirty – this is where you get to practice the skill of Future-pacing

· Reviewing what you have learnt – and be ‘future-paced’ at the end of the session

This will be a fast-moving session going quickly over the subject matter as I share the recipe with you. I want you to be able to experience it first-hand so that you take it away with you knowing how useful it is and exactly how it works!

Notes: Research shows that the brain cannot tell the difference between an actual scenario and an imagined one that has been clearly visualised - accepting them both as ‘real’.

Future-pacing works on the belief that, having visualised the future scenario positively, it is encoded in the brain along with every other authentic experiential memory. So when a similar situation arises the previous ‘experience’ serves as a model for how to behave (even though the previous experience was imagined). As the mind cannot tell the difference between the visualisation and reality, it accepts it as reality and makes the change.

References: Bandler, R., Grinder, J. (1979) Frogs into Princes: Neuro Linguistic Programming. Real People Press. 149 pages. ISBN 0911226192 Bandler, R., Grinder, J. (1975) The Structure of Magic I: A Book About Language and Therapy Science and Behavior Books. 198 pages. ISBN 0831400447 Bandler, R., Grinder, J. (1981) Reframing: Neuro-Linguistic Programming and the Transformation of Meaning Real People Press. ISBN 0911226257
Of most interest to:

Staff developers and/or those interested in NLP.

Parallel Sessions 2: Workshops
Friday 7 November at 09.30am 

Session 12: Using auto-ethnography to inquire into the lived experience of staff developers in higher education
Workshop contributor:
Jonathan Wyatt, Head of Professional Development, University of Oxford

Room: Kings Hall, Ground Floor
The aim(s) of the session: 

The aims of this workshop are:
· To introduce auto-ethnography as a creative and potentially powerful method of inquiry into the experience of staff developers
· To provide the opportunity for participants to do some auto-ethnographic writing
· To explore the possibility for future collaborative auto-ethnographic inquiry
Content: 

Staff development is full of stories that don’t get told: stories that disturb, that engage, that challenge, that change. Auto-ethnography – first-person writing that seeks to illuminate cultural phenomena – is a method of inquiry that seeks to develop and explore such stories. Auto-ethnography works at the intersections between experience, culture and writing; it is a methodology of the heart (Pelias, 20041). The method has developed over the past two decades, primarily through the work in the UK, of Andrew Sparkes at the University of Exeter and, in the US, of Carolyn Ellis, Ron Pelias, Laurel Richardson and others. Pelias, Richardson and Sparkes have written about their experiences as academics but there is no auto-ethnographic literature concerning the staff developer’s experience in higher education. 

This workshop will begin with a brief introduction to auto-ethnography, what it is and what it seeks to achieve, and will follow with my reading a brief auto-ethnographic story drawn from my staff development experience at the University of Oxford. Participants will subsequently be invited to consider their own stories as staff developers and to draft tentative accounts for sharing (or not sharing) with others. 

We will reflect upon this experience and consider whether, and how, to take it forward. 

1 (Pelias, R. (2004) A methodology of the heart: evoking academic and daily life. Walnut Creek: Altamira Pres)

Delivery method:

The delivery methods will include informal presentation, story-telling, writing and discussion.

Parallel Sessions 2: Workshops
Friday 7 November at 09.30am 

Session 13: Meet the facilitation time lords

Workshop contributors:
Nigel Curson, Director MA in Higher Practice
Gurpreet Gill, Staff Development Officer, University of East Anglia

Room: Princess Room, Lower Ground Floor
The aim of the session: 

1. Explain/illustrate the work of a project seeking to enable facilitated groups to overcome the usual ‘same-place same-time’ constraint on members, allowing a flexibility of scheduling that can help participants to take part irrespective of geographical location or diary commitments.

2. To offer post-Conference participation in an online session facilitated by the project team, on a staff development theme to be agreed during the session. This offers the opportunity to experience the approaches first hand and get a sense of ways in which they might prove useful.

Content:

This seminar is based around the work of the Leadership Foundation - funded ‘Synergy’ project, experimenting with a variety of familiar facilitation techniques used in conjunction with web-based technology to allow both geographically distributed and asynchronous facilitated group work. An example technique might be Action Learning, which often has individual problems/narratives as its focus.

Many staff developers are involved in facilitation, and if this approach can be made to work it offers a way to overcome the currently enormous problem of getting all the right people in the right place at the right time.

The technology has the potential to offer different modes of working. Topics and activities can run over extended periods of time providing ‘thinking space’ for reflection and consideration. This relieves pressure for an immediate response: ideas, comments and insight can be added as and when they occur. There is also scope for continuing a face-to-face discussion online after the original meeting.

Following a brief explanation of project aims, the software’s features will be explained in non-technical terms, and we will explore the success (or otherwise) of particular types of facilitated groups run this way. 

Through discussion delegates will be encouraged to consider the pros and cons of the approaches we describe, and to experience some of them by signing up for a Synergy-facilitated on-line event. This will be run after the conference, with participants simply needing a web browser for access whenever (within the event period) they happen to be available, from wherever they happen to be. It will be on an agreed staff development theme.

Delivery method:

c.30 minutes

Explanation and demonstration/illustration using screenshots or live if possible
c.15 minutes

Supporting discussion on the work and its implications
Of most interest to:

Anyone who sets up or formally facilitates work in groups, eg for OD purposes, although there is wider application
Parallel Sessions 2: Workshops
Friday 7 November at 09.30am 

Session 14: Interdisciplinary leadership

Workshop contributors:
Paul Blackmore, Director of King’s College London Learning Institute
Camille Kandiko, Research Associate, King’s College London
Room: Charlotte Room, Ground Floor
The aim(s) of the session:

The session will present the findings of a study of interdisciplinary leaders and explore the implications for the support of interdisciplinary work. 

Content: 

Interdisciplinarity has a long history.  There is currently a resurgence of interest in it, in relation both to research and to teaching.  However, its practice is widely acknowledged to be problematic in universities. 

A current project has taken as its starting point that some members of faculty engage enthusiastically in interdisciplinary work, taking a leadership role, whilst others do not.  We wanted to find out why those who engaged did so.  The investigation took an appreciative inquiry approach in a series of interviews with ten members of faculty at King’s College London, in the UK, and the University of Melbourne in Australia. The project was funded by the Leadership Foundation for Higher Education and undertaken by the authors.   

Interviewees were all established staff, who were engaged in interdisciplinary work, in relation to teaching, research or both, but they varied considerably in level of seniority from senior lecturer through to head of school.  This resulted partly from our own choice of interviewees but it also reflects the fact that people may be interdisciplinary at a number of organisational levels and our view that all can exercise leadership, depending on how one defines it.

Our research aimed to investigate policy level issues, promotion and tenure, and intellectual and practical aspects. Interviews provided particularly rich data.  Our presentation will explore the main issues that arose in each of the areas and suggest some of the implications for the support of interdisciplinarity. 

Delivery method:

Presentation and discussion 

Of most interest to:

This contribution would be of most interest to: staff development leaders; staff and educational developers; senior staff; higher education researchers.

Parallel Sessions 2: Workshops
Friday 7 November at 09.30am 

Session 15: Leadership development – planned and emergent approaches with examples from University of Central Lancashire and Nottingham Trent University
Workshop contributors:
Keith Willis, Leadership and Development Manager, Nottingham Trent University
Helen Jones, Leadership and Development Manager, University of Central Lancashire

Room: George Room, Lower Ground Floor
The aim(s) of the session:

To explore the question of effective leadership development in an ever changing environment

Content:

An opportunity to share policies, strategy and approach in the area of leadership and management development policy and practice and explore the paradox of planned versus emergent strategy.
The University of Central Lancashire set out to identify qualities required in our leaders of tomorrow – to deliver the challenging agenda ambitiously set for the next ten years. The planned approach to develop leadership profiles, selection centres and development pathways are the framework for the flexible, adaptable individual development which takes place within this framework.

There is also an opportunity to explore the experience of Nottingham Trent University’s quest for the Holy Grail - managing the planned versus emergent paradox of development for its leaders. How to set out a corporate strategy, that meets the needs of the organisation and its leaders, whilst it goes through a huge change programme.
Delivery method: 

Facilitated discussion of the questions which led the two universities down different paths to develop their future leaders. We are often grappling with the same issues to develop effective strategy - come along to explore options to help us all tackle this thorny issue in the university context.

Of most interest to: 

Staff development managers, heads of staff development, HR practitioners, staff new to staff development, senior and strategic staff
Parallel Sessions 2: Workshops
Friday 7 November at 09.30am 

Session 16: Storyboarding: Creating your own narratives for success

Workshop contributor:
Steve Oldfield, Staff Development Officer, University of East Anglia

Room: Rose Room, Ground Floor
The aim(s) of the session:

Participants will:

· Add a new creative problem solving technique to their toolkit
· Learn how storyboarding can help identify both the gaps to be closed and strategic pathways to be followed in order to achieve a desired goal
· Consider and suggest variations of this simple but effective technique
Content:

Here’s a visual technique used in creative problem solving which allows us to imaginatively work out what the outcome of our story could be and then identify the necessary steps to take us there. 
Storyboarding was invented and first used by the Walt Disney studio in the 1930s as a way of planning the detailed step by step action of an animated cartoon to make certain the content and sequence of events was effective before committing a lot of time and money in making the film.  It has since been adopted as a creative problem solving tool (one of many used within the Osborn-Parnes Creative Problem Solving process) for exploring a desired goal or vision and deciding on the steps required to achieve this.  Its strengths are its easy application to many different situations, its flexibility, and its visual appeal which initially keeps us away from the restrictions of words.

Storyboarding can be used individually or by small groups to work on a common problem, and is adaptable in a variety of ways.

Delivery method:

· A short explanation of the technique set in the context of the Osborn-Parnes Creative Problem Solving process

· Practical activity creating storyboards
· Sharing experience with others in small groups
· A handout with full details will be provided
Of most interest to:

Anyone involved in higher education who wants to try out a simple but effective problem-solving technique that’s particularly helpful when thinking strategically.

Parallel Sessions 2: Short Stories (20 minutes)
Friday 7 November at 09.30am 

Session 17: Developing leaders across boundaries at Cardiff University - a positive story to tell

Workshop contributor:
Martin Udwin, Organisational Development Manager, Cardiff University

Room: Andrews Room, Ground Floor
The aim(s) of the session:

· To share a success story of how a leadership programme was developed and successfully launched at Cardiff University in 2007
· To share details of the innovative approaches used
· To offer a template that others can use for developing practical leadership programmes 

Content:

· The story of how a leadership programme that caters for both senior academics and administrators was developed and introduced. How we got them to work together across disciplines will be explained. Also described is how their confidence and competence for leadership and management grows during the programme.

· Details will be given of the innovative approaches used. How we get participants reflecting on the impact of the way they lead and manage will be described. Also described will be how leadership across the University at all levels are engaged so that they not only contribute to the programme, but also support individual participants and their learning.

· The methodology will be offered in an innovative package as a handy template that every seminar participant can take away and adapt to their own institutional needs

Delivery method:

· Story-telling using Storycubes

· Inter-active discussion

· Question and answer

Of most interest to: 

Those staff tasked with developing/mounting leadership and management development programmes aimed at both academic and administrative staff with significant responsibilities for leading people, managing resources, budgets and projects.

Parallel Sessions 2: Short Stories (20 minutes)
Friday 7 November at 10.00am 

Session 18: Small is beautiful – how people still matter in blended learning

Workshop contributors:
Gretel Stonebridge, Training and Development Officer
Tony Churchill, Educational Development Manager, University of Leicester

Room: Andrews Room, Ground Floor
The aim(s) of the session:

Blended learning might very well be seen sometimes as learning designed by ‘techies’ and some of us developers may well be feeling that this is out of our comfort zone.

This short story will defog the concept of blended learning and demonstrate how effective and powerful it can be.

This short sharp session will:

· Tell you how the Staff Development Centre at Leicester used a blended learning approach using the new Institute of Leadership Management (ILM) level three units
· Tell you how the material was designed with an organisational need in mind – we are preparing for huge change at Leicester

· Give you a chance to experience firsthand through an exercise why and how we used the blended learning approach and how we took the learning out of the classroom
· Prove to you that ‘small is beautiful’ in designing this type of learning.

Content:

We will describe the Leicester story using pictures of how we developed blended material for a first line management course and how this model can be used in many other subject areas.  You will find out how we designed material with the backdrop of major change here at Leicester and we will show you a model of the steps we took.

To demonstrate why we did what we did, you will have a go at an activity that we decided to take out of the classroom.

We will also share with you our own personal reflections about our journey into the “unknown” and where we might go next.

Finally we would like to generate some discussion so we can improve what we did in the future.

Delivery method:

· Story telling with pictures

· Performance from you the delegates – a practical exercise

· Discussion 

Of most interest to:

Anyone who is thinking of developing some blended learning in any subject area, all backgrounds
