Conference Sessions


Overview - DRAFT
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 5 November at 10.45am

Session 1:
Strength-based approaches to organisational and individual development
Session 2:
Changing the culture of research group management: developing researchers’ self-awareness using personality type theory (MBTI)
Session 3:
Aligning academic staff and institution strategy: interim findings from a doctoral study
Session 4:
The Shamanic Staff Developer - an exploration of who we are and what we do for others
Session 5:
Raising the bar - the role of the staff development community in helping to skill the technical workforce  and actions following the 2009 HEaTED survey
Session 6:
Insights from the 'Higher Education Careers Barometer' study carried out by the Leadership Foundation and i-graduate
Parallel Sessions 2

Thursday 5 November at 12.00pm 

Session 7:
Making a difference? How DO you know?
Session 8:
The stories staff developers tell: writing the 'parallel charts' of staff developers' experience
Session 9:
Organisational health: a practical introduction understanding whole systems
Session 10:
Creating success through wellbeing in higher education
Session 11:
Creating tomorrow's leaders - an approach to talent management at Imperial College London
Session 12:
Herding cats for a living: understanding academic motivation
Market Place 

Thursday 5 November at 15.15pm 

Coaching Circle with Colleen Harding
Parallel Sessions 3
Friday 6 November at 09.30am 

Session 13:
Talent management or managing talent – does it matter?
Session 14:
Always succeeding: ways to foster permanent positive change beyond the training room 
Session 15:
We have to keep meeting like this
Session 16:
Making a positive difference through evaluation and management development
Session 17:
“I’m not joining moron Facebook”; a web 2.0 training programme for staff
Parallel Sessions 1: Workshops
Thursday 5 November at 10.45am
Session 1:
Strength-based approaches to organisational and individual development
Workshop contributors:
Eszter Molnar Mills, University of London
Room: 
The aim(s) of the session: 

This session aims to outline the key ideas behind strength-based processes. It will give colleagues the opportunity to experience an appreciative interview, a positive narrative method and the 4D Cycle of Appreciative Inquiry: Discovery – Dream – Design – Delivery. Additional ideas from positive psychology and their application to staff development will also be explored

Content:
Strength-based approaches, such as Appreciative Inquiry and positive psychology are becoming increasingly popular methods for facilitating organisational and personal change. Peter Drucker is quoted saying that "The task of organizational leadership is to create an alignment of strengths in ways that make a system's weaknesses irrelevant”
There is a real opportunity in focusing on strengths and positive stories rather than on gaps and problems to be fixed. Staff developers are in a unique position to be able to apply strength-based methods in their day-to-day work, from the small scale of coaching individuals

Delivery method:
Delivered as an interactive workshop, this session will explore these approaches through a brief presentation, experiential activities and discussion.

Parallel Sessions 1: Workshops

Thursday 5 November at 10.45am
Session 2:
Changing the culture of research group management: developing researchers’ self-awareness using personality type theory (MBTI)
Workshop contributors:
Dr Alison Leggett, University of Bristol
Kate Tapper, Bud Development
Room: 

The aim(s) of the session:

The aims are to share lessons learned from University of Bristol’s new management programme for the next generation of research leaders: more specifically, to look at how attitudes to people management changed after exploring the value of personality differences.
Content: 

During a longer development programme 24 researchers took part in a day-long workshop exploring the personality differences that affect the success of their research groups.  The workshop comprised interactive exercises and facilitated discussions to explore the differences in the way people are energised, take in information, make decisions and structure their life. The post-workshop seminar revealed that a number of participants had experienced revelatory insight into their own personality and their preconceptions of others.  With increased self-awareness came a shift in attitude towards managing people in research groups.

In this interactive workshop, we replay two of the interactive exercises that we used with the group, using plastic drinking straws in one and chucky lego in the other.  Delegates will experience for themselves the insights gained from these activities, before we share the resulting questions generated in the original workshop about the implications of working with these differences in the research environment.  We share the original flip chart responses from the session so delegates can see ‘straight from the horse’s mouth' the type of questions these activities generated. We will also share the ‘type table’ created during the session to demonstrate the predominant personality type in research, how this influences working culture and the experiences of those who find themselves at odds with this.

We will then ask delegates to identify questions that have arisen for them during the session and facilitate small group discussions on these themes. 

PDF files of the original flip pages will be made available electronically after the workshop.

Parallel Sessions 1: Workshops

Thursday 5 November at 10.45am
Session 3:
Aligning academic staff and institution strategy: interim findings from a doctoral study

Workshop contributor: 

Colleen Harding, University of Bournemouth

Room: 
Content:
This session will report on the interim findings of a doctoral study exploring how coaching and mentoring are being used to support the alignment of academic staff and institutional strategy during a period of significant organisational change.  

· Background to the Research: 
The study has looked at: the complex political agenda for higher education; how that context has influenced the institutional strategy for a University; how that strategy has in turn challenged the existing ‘way of being’ for academic staff in that institution; and how that has impacted on the ‘humanistic psychology’ of academics in that institution, including their individual motivation and values.
· Focus of the Research: 
Whilst the study uses a soft systems methodology to acknowledge a range of initiatives that are being used to align academic staff and institutional strategy, the study particularly focuses on the ways in which coaching and mentoring are being used to support the alignment of academics and institutional strategy.
· Methodology: 
The study is being conducted using a case study approach and has involved the collection of documentary evidence, semi-structured interviews with stakeholders of the institutional strategy from the senior management team to explore their expectations of academic staff, and phenomenological interviews with those who have provided coaching and mentoring and those who have received coaching and mentoring to explore the ‘lived experiences’ of academic staff in that institution.
Parallel Sessions 1: Workshops

Thursday 5 November at 10.45am
Session 4: 
The Shamanic Staff Developer - an exploration of who we are and what we do for others
Workshop contributor: 
Clive Betts, University of Exeter
Room: 

Content:  
Shamans are spiritual guides and seers and are sometimes seen as gatekeepers to alternative worlds. Although the comparison might at first sound a bit naff, the nature of the work of staff developers means that we are often affecting people at a deep level and helping them realise hidden or seedling strengths. 

In our current climate of retrenchment and personal stress this workshop aims to provide an up-beat, and appreciative look at the role we have in helping people explore their inner-selves and realise their potential. 

The workshop will canvass participants prior to the conference to collect their anecdotes, stories, images, and music to illustrate the central thesis. These will be shared during the workshop and explored in terms of their meaning and impact. 

The experiences and insights revealed in this session lead on naturally to the deeper exploration of the mutual impact of our work on both the developer and the leaner in Jonathan Wyatt's session "The stories staff developers tell: writing the 'parallel charts' of staff developer's experience" (although delegates could attend either or both sessions). Details of how this will happen in practice have not been prepared but Jonathan and I are in touch and we will work on "bridging" content to enable smooth transition between sessions, should both our sessions be accepted.

Finally, in keeping with many shamanic traditions, the workshop will end on a high note (perhaps literally) when we explore and evaluate the role of music to dramatically enhance learning and development interventions!

This session aims to lift the lid on our lives as staff developers in particular through evocative and representational anecdotes, images and sound.

Delegates who wish to explore their experiences more profoundly have a chance to do so in Jonathan Wyatt’s “The stories staff developers tell: writing the 'parallel charts' of staff developer's experience” which is scheduled for the subsequent parallel session 8.
To make his session work, Clive is seeking your images and music prior to the event (by Friday 23 October ). Images can emailed as jpeg, bmp or similar or can be hardcopy (10X8 or larger) which will be used to create a story-board. 3-4 images is about 5 mins, depending on the content. If you have any music that you use, that helps you or that you feel is related to your work in some way please give Clive the artist(s) and title and he will contact you for further details.
 

Send items electronically to: c.r.betts@exeter.ac.uk or physically to: Clive Betts, Learning and Development Adviser, Staff Learning and Development Unit, University of Exeter, Northcote House, Queens Drive, Exeter EX4 4QE.
Parallel Sessions 1: Workshops

Thursday 5 November at 10.45am
Session 5: 
Raising the bar - the role of the staff development community in helping to skill the technical workforce and actions following the 2009 HEaTED survey
Workshop contributor: 
Matt Levi, HEaTED
Room: 
Content: 
140+ HEIs registered to participate in the 2009 HEaTED survey for Technical Specialists working in Higher Education. This remarkable statistic means that this is by far the biggest higher education survey of any community ever conducted. This workshop aims to bring you up to date with the report, what has happened and actions now being taken to address the findings.
Delivery method: 
There will be a presentation on the key aspects of the report with a chance then to discuss strategy and partnership working through the SDF and Regional Groups. There will alo be a chance to influence some aspects of the work of the developing HEaTED organisation and discussions about how to maximise this current and unique opportunity.
Parallel Sessions 1: Workshops

Thursday 5 November at 10.45am
Session 6: 
Insights from the ‘Higher Education Careers Barometer’ study carried out by the Leadership Foundation and      i-graduate
Workshop contributors:  
William Archer of i-graduate
Room: 

Content: 
Motivating and retaining talented staff, and encouraging both staff development and career progression, are key challenges that the Leadership Foundation has identified along with higher education leaders. 
This pilot study set out to understand career motivations and aspirations amongst staff working within higher education institutions in the UK and the Republic of Ireland, as well as establishing benchmarking data and examples of good practice within the sector.  26 higher education institutions (HEIs) participated in the pilot study and nearly 12,000 higher education staff responded to the survey.

This session will show:
· Why individuals joined their institution
· What factors are important in keeping them in their current institution and what factors might persuade them to leave
· How far they feel they have the skills (or the opportunity to get the skills) they need in their current role and to progress to a new role
· The extent to which they consider higher education and their roles to be changing
· How long staff expect to stay at their institution and the effect of the current economic crisis on this decision 
These factors will be discussed in relation to similarities and differences between the responses of different groups of staff at different levels of seniority (eg Senior Academics and Administrative and Secretarial roles) to see whether there are different drivers, motivators and perceptions about careers depending on the type and level of job role - they will also be discussed in relation to the ages of indvidiuals and compared to findings from other sectors.

The workshop will be an opportunity to share the findings and consider the implications they have for career development in higher education.

The study report will be distributed at the conference.

Parallel Sessions 2: Workshops
Thursday 5 November at 12.00pm 

Session 7: 
Making a difference? How DO you know?
Workshop contributors: 
Jenny Wilkinson, Principal, SEASONS Consultancy
John Doidge, SEASONS Associate, Director SDF and Leadership Foundation International Associate
Room: 

Content: 
We all know that staff development should be making a difference, developing people and contributing to organisational success, but how do we really know.  Traditional 'happy sheets' at the end of a training session will give us some idea how well a programme has gone, but will often tell us little more that whether people enjoyed the session and if you supplied enough biscuits!
So - how do you get beyond the 'instant reaction' of the happy sheet evaluation?

In this workshop we aim to explore the following questions:

· What are you going to measure, how and why?

· What will you do with the results of your evaluation?  Who will you tell?  What will you publish and why?

· What are you prepared to change as a result of the information you get from your evaluation?

· How can you streamline the process of evaluation? How can technology help?

Delivery method: 
Jenny has researched and conducted several in-depth (Kirkpatrick model) evaluations of leadership programmes and is experienced in assessing the impact of staff development at institutional level. John Doidge has 'more than his fair share' of experience leading staff development at institutional level. They  will share their experiences and lead a discussion on good practice, presenting lessons learned and pitfalls to avoid.
Parallel Sessions 2: Workshops

Thursday 5 November at 12.00pm 

Session 8: 
The stories staff developers tell: writing the 'parallel charts' of staff developers' experience
Workshop contributor: 
Jonathan Wyatt, University of Oxford
Room: 

Content:  
At last year's Leadership Foundation conference I ran a workshop on using 'autoethnography' - personal writing that inquires into experience in context - as a means of exploring staff development. Since then, a handful of us have stayed in touch and have continued writing; an embryonic staff developers writing collective, perhaps, looking to make a positive difference through enquiring into our practices and experiences. 

This workshop seeks to build upon the momentum of last year's workshop and to broaden this community of writers. 

Since 2008's event, we have written about both the profound and the mundane - from the experience of finding a voice as a staff developer, to the rooms we work in, to the dreams about staff development that have woken us, and more. In her work with clinicians in training, Rita Charon observed that in hospitals there were the official 'charts', the records kept about patients, whilst the varying ways that medics experienced their patients remained unspoken. She consequently developed the practice of encouraging clinicians to write their 'parallel charts': those tales that spoke to their emotional engagement with patients. Our writings over the past few months have been staff developers' 'parallel charts'.   

At this workshop, the group of us that has been writing will speak about writing and our writing process, and we will offer some of our texts. The heart of the workshop will be to provide space for fellow participants to begin writing their own 'parallel charts' about aspects of their staff development experience. 

(The experiences and insights addressed in this session develop naturally from Clive Betts' workshop 4, ‘The Shamanic Staff Developer’, which offers delegates the opportunity to explore and reflect upon their staff development experience not only through writing but across a range of media. )

Charon, R. (2006). Narrative medicine: Honouring the stories of illness (Oxford: Oxford University Press).

Parallel Sessions 2: Workshops

Thursday 5 November at 12.00pm 

Session 9: 
Organisational health: a practical introduction understanding whole systems
Workshop contributors: 
Alastair Mitchell-Baker and Simon Thane, Directors, Tricordant Limited
Room: 
Content: 
This session will explore a well-tested approach to understanding organisations from a whole systems perspective. Participants will have the opportunity to learn about the ‘Tricord’, a powerful model of organisational health, see it illustrated in a case study and learn how to apply it to a real life situation. The workshop will equip people with a highly useful diagnostic tool for identifying where to target effective whole system interventions. 
Session outline:
· We will introduce the ‘Tricord’ model for mapping organisational health. It explores four inter-linked domains of identity, strategy, systems and culture. The model can be used for any level of a system from an individual team to a whole institution.
· We will illustrate the model from our work in higher education learning resources using a case study from Blackpool and The Fylde College, demonstrating the value of being able to reflect the organisation's customers and external context and to identify and discuss misaligned elements or ‘red arrows.’
· Participants will be asked to apply the ‘Tricord’ model to a situation of their own choosing in small groups.
· We will conclude by sharing key insights and learning’s from the small groups.
Supporting resources will include a 'tablemat' outline of the model and listed web links to case studies in higher education, health, industry and government.

Alastair Mitchell-Baker is an experienced organisational consultant, specialising over the last eight years in strategic management and organisation development and design. He is a founding director of Tricordant Limited, a small organisational consultancy founded in 2005. He previously worked for 15 years in senior roles in the NHS, including as a Chief Executive and in acute, mental health and community services. His clients include NHS, further and higher education libraries, universities, public sector and commercial organisations. He is a Natural Science graduate of Cambridge and an Organisation Design Forum member. He is also on the Boards of an NHS Ambulance Service, a company supporting fair trading with Zimbabwe, NHS National Technology Adoption Centre and on the NHS Service Delivery Organisation research studies panel.

Simon Thane is an expert in organisational design and development with a career background in manufacturing. He is a founding director of Tricordant Ltd. and heads up their ‘Industry and Commerce’ practice. Simon has managed factories employing up to 2,200 people supplying automotive parts to the likes of Toyota, Honda and Jaguar. Since 1999 Simon has worked as a senior organisational development consultant and has been involved in transformational projects with the NHS, G4S, VT Flagship, The Pensions Service, GlaxoSmithKline, ScottishPower and the Forensic Science Service. He is an engineering graduate of Cambridge University, with an M.Eng in Manufacturing Business and is a member of the Association of Management, Education and Development and Organisation Design Forum.

Parallel Sessions 2: Workshops

Thursday 5 November at 12.00pm 

Session 10: 
Creating success through wellbeing in higher education
Workshop contributor: 
Kim Shutler, University of Leeds
Room: 

Content: 
Creating success through wellbeing in higher education is a national HEFCE funded project to explore the links between wellbeing and improved performance.
Informed by the findings from the project, this interactive session will be an opportunity to:
· Learn more about the project and how to get involved
· Discuss how to make the case for wellbeing in higher education
· Explore the role the Staff Development professionals can play
Parallel Sessions 2: Workshops

Thursday 5 November at 12.00pm 

Session 11: Creating tomorrow's leaders - an approach to talent management at Imperial College London
Workshop contributors: 
Judy Barnett, Imperial College London
Room: 

Content: 
As a leading research–intensive university, Imperial College has taken an increasingly strategic approach to developing staff capability. As part of its commitment to attracting and retaining key staff, Imperial is keen to ensure that it has a robust approach in place to identify and support leadership talent at all levels. This commitment is fully supported and endorsed by senior managers within the College.
The Horizon Leaders Programme is the first of these focused talent development programmes, identifying and supporting middle managers and leaders who both perform very well in their current role, and are deemed to have the potential to rise to more senior levels within the College. Horizon participants are offered an accelerated development opportunity but it is made clear that there is no guarantee of promotion. From autumn 2008 it was envisaged that four cohorts of 12-15 staff would undertake a 10-month programme, after which they would retain ‘alumnus’ status. This number represents 10% of the total number of staff at this level within Imperial.

By November 2009 the nomination phase will have taken place 3 times, with lessons learned along the way and quality improvements made to enhance effectiveness and reliability. The first cohort finishes at the end of November, thereby giving opportunities for review of the balance between leadership development modules, masterclasses, 1-1 coaching and action learning as well as the elective element.

The aim of this interactive plenary would be: 

1. To outline:

· the approach taken at Imperial, including working with key stakeholders from the beginning
· the nomination process
· the communication strategy
· programme structure and design
· lessons learned from the first round
2. To allow plenty of time for group discussion on the topics covered and the sharing of information about the approach within participants’ institutions. The approach to the workshop would be through input and small group discussions aimed at exploring the challenges and benefits of a Talent Management programme.
The outcomes for those attending will be:
· exposure to one TM model
· a chance to reflect on whether TM can work and whether it is a priority in the current economic climate
· insights gained from sharing experience with other participants
Parallel Sessions 2: Workshops

Thursday 5 November at 12.00pm 
Session 12: 
Herding cats for a living: understanding academic motivation
Workshop contributor: 
Paul Blackmore, Kings College London
Room: 

Content: 

There is now a very large staff and educational development community in UK universities, with a remit is to improve the quality of what universities do, so clearly a great deal of change is needed.  Very often, people who are not part of a disciplinary academic community have the task of working with academic colleagues to help them to review and enhance what they are doing.  Sometimes all works well, but often developers say it feels like “herding cats” and it can seem a totally dispiriting experience when one’s well-intended plans meet major resistance.  Craig McInnis, in a large Australian study, noted that the university administrators he surveyed felt very frustrated that academic colleagues had simply not “bought into” the institutional mission.    

It is interesting and rather alarming that at a time when academic staff are under increasing pressure to change their ways of working and to achieve more, remarkably little research has been undertaken into what motivates academic staff.  Yet despite our knowing so little about academic motivation, vast sums of money have been invested through the Rewarding and Developing Staff initiative, much of which has been used to provide financial levers to encourage changed behaviours, in the apparent belief that this is bound to be effective.   At the same time, surveys have shown us that the features that most attract staff into academia are precisely those aspects that are most threatened by current trends in universities.  

A recent Leadership Foundation funded study interviewed academic staff at King’s College London and the University of Melbourne to ask them why they had spent immense amounts of time and effort in major interdisciplinary developments.  What had motivated them?  The project offered valuable insights into academic motivation and led to the development of a model that explores the interactions among intrinsic intellectual factors, a money economy and a prestige economy.

The session will present some of the findings and then open the issue up for discussion, to explore what developers can do to avoid having to herd cats for a living.    

Market Place

Thursday 5 November at 15.15pm 

Coaching Circle

Workshop facilitator: 
Colleen Harding, University of Bournemouth
This session will examine how Egan’s model of helping can be used as the basis for an empowering coaching session. Used properly it can support clients in overcoming blocks and barriers and to find some leverage to help them to move forward.

If you would like to spend some time developing your coaching technique or in having some coaching then this session is for you!  Participants will form a ‘coaching circle’ and use some of the powerful questions in Egan’s model to both coach someone else and to receive some coaching.  When I first used Egan’s questions I was amazed at how quickly they helped to move to the heart of a coaching issue – I’ve even used them on myself when I’ve been stuck!

Please come to this session prepared to coach and to be coached – and remember to bring a topical issue with you to work on!

Parallel Sessions 3: 

Friday 6 November at 09.30am 
Session 13: 
Talent management or managing talent – does it matter?
Workshop contributors: 
Emma Ford, Mike Rawlins and Shobi Warwick, University of East London 
Room: 
Content:
It’s about building on the unique strengths and potential of individuals and enhancing their ability to inspire others. (1)
Processes for talent development should enable all employees to deliver their potential and help organisations to support this. As a result all parties can contribute to the success of an organisation into the future.

If an organisation is to be successful should it focus on its leadership or its employees, or perhaps both; is there a talent pipeline? By acknowledging the need for a cohesive approach an organisation can make a positive difference for itself, its employees, its partners, customers and audiences.

Ultimately, talent management is about achieving change through people.  As a result, how businesses approach talent management will be unique to each organisation. (2)
Talent Management or managing talent, in whatever form, has to be linked to organisational goals, capability, demographics, succession planning and knowledge management.  If there isn’t a strategy in place to understand the talent within an organisation, you have to ask the question ‘is the organisation as successful as it could be?’ If not, why should the most talented people work for it?  The development and delivery of a strategy to develop employees is key to the long term success and growth of an organisation.
Several recently published surveys have asserted that organisations have only until the end of the decade to prepare to fill the void, that is a lack of leadership talent, and that most show little evidence of how they will achieve it. (3)

Mike Rawlins and Emma Ford have applied their many years of experience and observation working in the areas of leadership and development in business and academic sectors. An enduring question Mike and Emma always ask is how organisations manage their employees to ensure a pipeline of future talent and leaders. They are now working with the University of East London to develop and deliver their Leadership Development Programme.   

During the workshop, through a mixture of conversation and exercises, we will share best practice, explore new perspectives and give you some ideas of tools and processes which could identify and support programmes to manage your talent.

We would like you to leave with the following thought from the meeting:

Does my talent management or managing talent process match my organisations requirements and engage everyone in the process?

1. Developing Leaders for uncertain times. Linda Holbeche, Director of Research & Policy, CIPD

2. The Get Feedback 3T Report, Talent Management, Defined for Today and Tomorrow, A Guide to Talent Management for Today and 2010


3. CIPD Research Insight, Engaging Leadership, Creating organisations that maximise the potential of their people

Parallel Sessions 3: 

Friday 6 November at 09.30am 

Session 14:
Always succeeding: ways to foster permanent positive change beyond the training room
Workshop contributor:
Nigel Pugh, The Open University
Room: 

Content: 

How can we assist our staff to make permanent positive behavioural changes in how they approach their work, in what are often the all too brief occasions we get to work with them? How can we more easily enable them to move towards a lasting, productive, results focus that avoids the ‘ifs’ and the ‘buts’ that too often stand in the way of positive change?  This session addresses these core issues and offers several practical strategies found to be effective.

The coaching style hints and tips to be explored, have been tried and tested in various settings as well as in universities, and can be immediately applied by you and later in your development work.  We will demonstrate how you will be able to make these practical strategies both memorable and effective learning points, such that the learning continues automatically after staff leave our sessions.  We will apply these insights both to individual and group work development scenarios.  And it's a lot easier than we unwittingly make it at times.

Curious?  Then come along.
Parallel Sessions 3: 
Friday 6 November at 09.30am 

Session 15: We have to keep meeting like this
Workshop contributors: 
Andy Mee and Jo Bruce, University of East Anglia
Room: 
Content:
Live online teaching and meeting tools are becoming more and more popular in higher education institutions. These tools allow people to see and talk to each other online, they allow slides and videos and other content to be shown, and they allow meetings to be recorded and played back later, amongst many other things.

Live online meeting tools, which are often free to use, could potentially be used to support and enhance staff development activities by running courses and workshops for staff spread across different sites who would otherwise find it difficult to attend; delivering training for staff at a date and time that was convenient for them; and attending regional or national staff development meetings and conferences at a time when budgets are being cut.     
This session is about using live online meeting tools to make a positive difference in staff development in increasingly challenging and frugal times. During the session we will introduce and demonstrate online meeting tools, brainstorm and discuss potential staff development uses, and report on our own use of live meeting tools at the University of East Anglia and reflect on successes, failures and lessons learnt.
Parallel Sessions 3: 
Friday 6 November at 09.30am 

Session 16: Making a positive difference through evaluation and management development
Workshop contributor: 
Emily Hopkinson, University of Sheffield
Room: 

The aim(s) of the session: 

The purpose of this workshop is to look at evaluation techniques and their application to management development programmes to help answer the question, how do staff development activities make a positive difference using an innovative methodology.

Content: 

A labyrinth is based on the concept of a journey (and is not to be confused with a maze!).  Participants would be taken on a journey through eight stations (one on each of the topics listed above). At each station, participants will be asked to do a number of things which could include reading, writing, a creative activity etc all of which will focus on reflecting on their current practice/ attitude towards management development and evaluation. At each station information will be given on what Staff Development is doing at the University of Sheffield as an on-going case study. Participants are encouraged to go to all eight stations in which ever order they prefer. The session would begin with a brief explanation of the labyrinth process and end with a discussion pulling participants reflections together. 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.

Objective: 
By the end of the workshop, participants would have:
· Reflected on both the theory and practice of carrying out evaluations within their institution
· Considered key questions/issues in designing and delivering a management development programme
· Identified different and new ways of evaluating staff development activities 
Method: 
Using a labyrinth methodology participants would consider eight key areas; four on evaluation

· Evaluation methods
· Doing evaluation
· Identifying what to measure (inputs/outputs/outcomes/impact)
· What to communicate to whom and how, 
and four on management development activities/programmes:

· What are you trying to achieve?
· How are you trying to achieve it?
· Who do you aim effort at?
· How can you ensure/encourage behaviour change?
Parallel Sessions 3: 
Friday 6 November at 09.30am 

Session 17: “I’m not joining moron Facebook”; a web 2.0 training programme for staff

Workshop contributors: 
Will Reid and Leo Appleton, Liverpool John Moores University

Room: 
Content:
Learning and Information Services (LIS) at Liverpool John Moores University (LJMU) is a converged library and computing service providing learning resources, facilities and services to a large undergraduate and postgraduate student population. Proposals to blend staff roles so that a more flexible and responsive level of support was available for LIS customers, meant that there were several skills gaps, which needed to be addressed within the existing staff base.

One such skills gap amongst the staff was a knowledge of the University’s Technology Enhanced Learning initiatives and the role that emerging technologies, such as Web 2.0 platforms play within this agenda. The objectives of such an initiative were to enhance the support available for learners within the Learning Resource Centres, and to encourage innovative ways of working amongst LIS staff.

The resulting staff development programme, Learning 2.0 @LJMU is a hands-on, interactive learning programme that provides an opportunity to explore Web 2.0 tools and the impact these tools are having on teaching and learning. The programme was developed collaboratively amongst LIS staff and the University’s Learning Technology department and commenced in January 2009, with all 140 LIS staff taking part.

Delivered within the Blackboard VLE, Learning 2.0 introduces staff to all aspects of Web 2.0 technologies and asks participants to reflect upon how platforms such as Blogs, Wikis, Social networking, etc. can be applied within their environments. The programme makes use of e-portfolios and staff are divided into ‘Learning groups’ in order that they can follow and participate in the programme within small virtual communities.

This paper will report back on the evaluation of the initial roll out of Learning 2.0 @LJMU, and will include an evaluation of the impact that such a staff development programme has had on the provision of e-learning support.

