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CRITICAL TIMES, CREATIVE RESPONSES      

CONFERENCE SESSIONS Overview

	PARALLEL SESSIONS 1:
Thursday 11 November at 10.45 – 11.45

	Session 1:

	Desktop action learning: experience, knowledge and skills - findings from a Leadership Foundation Small Development Project
This session has now been postponed and  will be held in the Linton Room at 18.00 -18.30
Andy Wilson, Director of Capability Enhancement, Loughborough University


	Session 2:

	The twilight zone or the comfort zone? 
Will Reid, Staff Development Manager, Liverpool John Moores University
Location: John Charles Room 1

	Session 3:

	Sharing services - survival or success – preparing for the next 5 years'
Matt Levi, Executive Director, HEaTED and John Doidge, Consultant to HE and SDF Council Member
Location: John Charles Room 3

	Session 4:

	Implementation of a strategically focused performance management system at Robert Gordon University
Neville Browne, Project Manager: Performance Management, The Robert Gordon University
Location: Palm Court

	PARALLEL SESSIONS 2
Thursday 11 November at 12.00 – 13.00

	Session 5:

	How critical is staff and organisational development to University Governors? 
Jean Harrison, Director, Human Resources  and Stephen Hart , Governor, University of Westminster
Location: John Charles Room 1

	Session 6:

	Is regionalisation an answer? An enquiry into the potential for regional staff and organisational development activity within and outside of HEIs
Keith Willis, Leadership Development Manager, Nottingham Trent University and Claire Bradshaw, Senior Staff Development Advisor, Loughborough University
Location: Palm Court

	Session 7:

	Internal coaching and its benefits to Leeds Metropolitan University
Kathy Ashton, People Development Manager and Sarah Farrell, People Development Advisor, Leeds Metropolitan University
Location: John Charles Room 2

	Session 8:

	Keeping a level head in critical times
Hilary Groombridge, Staff Development Manager, Middlesex University, David Birch, Ashridge
Location: John Charles Room 3

	EXHIBITION and MASTERCLASSES
Thursday 11 November at 14.30 – 17.00 (15 minutes per masterclass all to be held in the Palm Court)

	Class 1:
	1500-15.15 GoodPractice: Implementation is key: some do’s and don’ts

	Class 2:
	15.20-15.35 Marshall AMC: Online learning, a valuable resource in challenging times

	Class 3:
	15.40-15.55 Meeting Magic: Critical Times – Magical Meetings

	Class 4:
	16.00-16.15 Satellite Consulting: Creating a Sustainable Culture during Critical Times

	Class 5:
	16.20-16.35 TMS Development International: High Energy Team Meetings

	PARALLEL SESSIONS 3
Friday 12 November at 09.30 -10.30

	Session 9:

	Supporting the alignment of academic staff and institutional strategy 
Colleen Harding, Staff Development Manager, Bournemouth University
Location: Palm Court

	Session 10:

	Effective communication through video-enhanced appreciative coaching 
Dr Richard Young, Professional Development Manager, Newcastle University and Dr Angela Roger, Senior Lecturer, University of Dundee.
Location: John Charles Room 1

	Session 11:

	Mandatory training - a creative response?  
Serena Yeo, Staff Development Manager,School of Oriental and African Studies
Location: John Charles Room 3

	Session 12:

	Wake up and smell the coffee – how blended and online learning works at Leicester 
Gretel Stonebridge, Learning and Development Advisor, Helen Robinson, Learning and Development Advisor and Steve Barrow, Human Resources Business Partner, University of Leicester.
Location: John Charles Room 2


Session 1:
Location: Palm Court
Desktop Action Learning: Experience, Knowledge and Skills - Findings from a Leadership Foundation Small Development Project
Please not that this session has been postponed and will run at 18.00 – 18.30 in the Linton Room
Workshop Contributors

Andy Wilson, Director of Capability Enhancement, Loughborough University  
Aims 
To demonstrate Desktop Action Learning
· To discuss its pros and cons

· To share guidance - both technical and facilitational

· To offer the opportunity for direct involvement with the process

Focus
Desktop Action Learning uses a piece of software called Elluminate Live! (other software will also be suitable) to allow people many miles apart to participate in action learning sets. Elluminate offers video, audio, chat, and joint working on whiteboards and documents. The focus is therefore on providing a powerful means of support to staff that may be widely scattered. (The experience transfers readily to other forms of meetings and a free version of the software is available for up to three users.)

Method
Live demonstration of the technology using a colleague working in Loughborough.
Discussion of the pros and cons based on experience and evaluations sharing the guidance that has been developed as part of the project Inviting participation in the next phase of the project.
Fit with over arching theme and conference aims
The focus is on a creative and technically innovative response that offers action learning to dispersed groups. Action learning is a powerful way of helping people through critical times.
Session 2:
Location: John Charles Room 1
The Twilight Zone or the Comfort Zone? A partnership approach to developing staff through major change and super convergence in LJMU
Workshop Contributors

Will Reid, Staff Development Manager, Liverpool John Moores University
Aims
Increasing squeezes on funding mean that staff developers need to be more innovative, more flexible in supporting their institutions as well as ensuring their own skills and expertise. With practical examples of structure and content, this case study will demonstrate a successful approach to change management and how developing new working relationships with University departments can help you get through the current twilight zone of uncertainties and cuts.

Focus

This session will enable Staff Developers to explore one institution's approach to large-scale change management and subsequent impact on staff attitudes and behaviour.

Following a university wide review of the student experience in 2008/9, Liverpool John Moores University (LJMU) introduced a new directorate of Library and Student Support (LSS). This innovative move of bringing together eight student focused services under one department was termed ‘super-convergence’. 

Bringing together 220 staff spread across four sites is a huge task in itself, but made more challenging by the project being brought forward by nine months. New roles, new service models, new values, new management team, new director, new capital programmes - all had to be developed in half the time originally anticipated. 

This seminar will outline the critical decisions taken by LJMU's Centre for Staff Development (CSD) and the new department throughout 2009-10. Evolving from the fulcrum of a bespoke change management programme were pilots, spin-off group and one-to-one sessions, a reappraisal of service values via the cultural web model, and a more direct and open relationship between the CSD and all staff in the service. Would managerial presence stimulate or stifle change sessions? Many issues were contentious and will undoubtedly spark workshop debate. The session will show how this worked in practice.

Feedback (gathered via evaluation forms, online surveys and feedback from LSS briefings and focus groups) from the 220 staff and senior managers has been highly positive and seen as central in contributing to a successful opening of the service in September 2009. 

With longer term benefits including a swift response approach to meet new development needs for the service (strategic support for senior managers, coaching and mentoring, influencing and negotiation skills), the workshop will provide practical examples of how to approach this type of partnership.

Method

We will provide an overview of the process within the University and how the two teams developed. We will then ask delegates to address their own approaches to change beyond the theoretical model.  We will ask them to consider practical examples and present three main challenges they face in their own organisations, share these with other delegates and suggest approaches to come out of the ‘Comfort Zone’. Secondly, using video and other feedback we will provide examples of feedback and stories from staff in LSS on how the change was managed.

Fit with over arching theme and conference aims
The seminar will showcase a programme which utilised a plethora of activities and media to engage staff on mandatory development sessions. In a time of league tables and cutbacks this session examines the critical nature of meeting expectations as a partnership.
Session 3:
Location: John Charles Room 3
Sharing services - survival or success – preparing for the next 5 years'
Workshop Contributors

Matt Levi, Chair, SDF and Executive Director, HEaTED and John Doidge, Consultant to HE and SDF Council Member
A round table discussion on how we can develop coping strategies in staff development to support our HEIs during the cold months of winter and beyond!
Session 4: 
Location: Palm Court
Implementation of a strategically focused performance management system at Robert Gordon University
Workshop Contributors

Neville Browne, Project Manager: Performance Management, The Robert Gordon University
Aims
To aide understanding of the design of performance management systems in a higher education context; to explore understanding of the critical link between university strategy and employee contribution; to enable greater understanding of the degree to which a performance culture can be implemented in higher education. 
Focus

The Employee Performance Review process has recently been introduced, replacing an institution-wide process that has been in place since 2002. The enhanced process has been designed in the context of University strategy and the subsequent University-wide implementation plan. The new process is focused on performance enhancement rather than just appraisal - in this context we have integrated five core behaviours into the process (expanded to nine behaviours for people who manage other people) as well as formal identification and recognition of both under-performance and exceptional performance where appropriate. Under-performance will be linked to the recently-upgraded University's Performance Improvement Process, emphasising the focus on improvement.  The inherent linkage with leadership development (built into the process via the leadership behaviours and management fundamentals) and meaningful objective-setting will be key areas discussed, as will the alignment with the University planning cycle (which greatly enhances the ‘line of sight’ between University, School and individual contribution and objectives). The discussion will also focus on the method of deployment, which uses online multi-media technology (delivered through Moodle) as the primary training guide.  

Method

The session will conclude with a brief demonstration of the interactive, multi-media Moodle-based online training guide, successfully used as the primary (but not sole) training mechanism to achieve much better engagement and consistent guidance. Followed by questions and answers.
Fit with over arching theme and conference aims

The Employee Performance Review process implemented at Robert Gordon University has been designed to meet the needs of the University strategy, which is critical to the success of the University over the next few years during what will be challenging times. The process emphasises leadership, personal development and a performance culture of delivery - all of which are common to many higher education institutions and from which others can learn.
Session 5:
Location: John Charles Room 1
How critical is staff and organisational development to University Governors?
Workshop Contributors

Jean Harrison, Director, Human Resources  and Stephen Hart , Governor, University of Westminster
Aims
This session aims to explore the strategic importance of staff and organisational development in the context of the roles of the University Governors and explores the title question through a combination of illustrating current practice and scoping future expectations at the University of Westminster.
Learning from the session will include:

· Understanding the role of Governors and their potential interest in staff and organisational development.

· Sharing of current practice at Universities participating in the discussion by reference to the case study on Westminster practice.

· Identifying possible approaches to Governors to raise awareness of staff and organisational development agendas. 
Focus
The session will reflect on the role of University Governors and potential links to staff and organisational development as a strategic tool for Universities. Content will touch on the location of staff development and how its positioning may affect access and communication with Governors, as well as exploring the contribution of strategic Human Resource Development to a University's future planning scenarios and successes. We hope to involve participants in a discussion about the profile of staff learning and development in a University in the context of its relationship with the HR and University strategies and to explore possible ways to access Governors in order to raise awareness of the issues institutions face and to involve them in the debate about participation and resourcing. We will do this by sharing how that happens now at the University of Westminster and how participants could possibly make changes to their own benefits in the future. We will also make a number of links with key higher education studies on the potential role of staff and organisation development in achieving success. 

Method
We offer an opportunity to compare their practice with what's happening at the University of Westminster and to critique our plans for enhancing our strategy in the future. This will involve some form of presentation of what happens at Westminster from the viewpoint of the HR Director and a University Governor; shared discussion probably using a quick world café exercise, and plenary Q&A and discussion.

Fit with over arching theme and conference aims

We strongly believe that now, more than ever, strategies for improving capability in roles across the piece in Universities are crucial to the Sector's survival and the survival of some, if not all, institutions. Critically, the links to wider human resource management agendas and the need for appropriate resourcing are crucial to the success of a strategic HRD approach. External Governors are often a valuable voice and lobbying support if they can be accessed. In order to do that, we have to better understand their role in the University and how critical they see staff learning and development as part of the way forward.
Session 6: 
Location: Palm Court
Is regionalisation an answer? An enquiry into the potential for regional staff and organisational development activity within and outside of HEIs
Workshop Contributors

Keith Willis, Leadership Development Manager, Nottingham Trent University and 
Claire Bradshaw, Senior Staff Development Advisor, Loughborough University
Aims
The aim of this workshop is to is:

1. inform colleagues of successful staff development partnership programmes and collaborations in the Midlands Universities, and to present cases from other regions, in order to provoke thinking and challenge participants to identify opportunities in their own regions.

2. explore the possibilities that the regionalisation agenda outside of the higher education sector might offer in an approach towards new collaborations with groups such as the Regional Development Agencies (RDAs), Public Services Compacts, Sector Skills Councils Regional Government Offices, NHS Primary Care Trusts etc.

Focus
3. To explore the potential for regional activity and maybe the limits for such collaborations based on our own experiences in the Midlands. 

4. To explore economies of scale and identify and support where HEIs could improve their connections with each other, and with sectors outside of higher education.
Method
An interactive approach linking a presentation with a facilitative experience where colleagues can think and share their thinking on the regionalisation approach.

Fit with over arching theme and conference aims
Is this a panacea in critical times and does it provide a creative response?
Session 7:
Location: John Charles Room 2
Internal coaching and its benefits to Leeds Metropolitan University
Workshop Contributors

Kathy Ashton, People Development Manager and Sarah Farrell, People Development Advisor, Leeds Metropolitan University
Aims

The seminar will describe the highlights and challenges of introducing a network of internal workplace coaches to Leeds Metropolitan University. This will include - how the coaches have been developed; how they are supported on an ongoing basis; who they are coaching; how the effectiveness is measured. It will provide delegates with tips on introducing coaching to their Institutions.
Focus
The focus will be on the hows and whys of using internal rather than external coaches; by means of an overview of how it has been done at Leeds Metropolitan, along with some tools on measuring the impact, and where the coaching has most added value.
Method

The seminar will be delivered by means of powerpoint presentation (brief), then some pairs work for delegates to consider some action planning in order to return to their Institution and consider introducing (or enhancing) coaching activity.
Fit with over arching theme and conference aims

Leeds Metropolitan is keen to become a 'coaching University', by offering 1-1 coaching to specific staff in particular roles, as will be outlined. Due to financial pressures, external coaches were considered, however, the University chose the internal coaching route as a creative alternative. Longer term, it hopes to trade coaches who become qualified on its in-house coaching programme, with other Institutions, a model which was brought from the NHS.

Session 8:

Location: John Charles Room 3
Keeping a level head in critical times
Workshop Contributors

Hilary Groombridge, Staff Development Manager, Middlesex University and
David Birch, Ashridge
Aims
Develop understanding of the roles played in situations using the Karpman Drama Triangle so as to be able to use creatively both in your practice as a staff developer and in learning and development interventions.
Focus
Sometimes we respond to situations out of old habits rather than in the most appropriate way. This workshop introduces the Drama Triangle model to help us recognise patterns of behaviour so as to be able to choose to respond differently.
This can be used in our own practice as staff developers when asked to provide consultancy on learning and development; in one to one coaching especially to stay out of ‘rescuer’ mode and during workshops to respond constructively if participants behave in a challenging way.

The model can also be used in development interventions to help participants deal with issues and confrontation caused by critical times constructively, avoiding developing a blame culture and reducing stress.
Method
The model will be introduced in an interactive way allowing participants to experience and improve understanding of the three roles of victim, persecutor and rescuer. This will be followed by an opportunity for small group and plenary discussion of ways in which the model can be used in staff development interventions both in our own practice and with participants.
Fit with over arching theme and conference aims
‘Critical times’ will mean that we will all be faced with more challenging and threatening situations. Our responsibility in staff development is to provide our participants with tools to be able to respond in constructive ways and avoid making situations worse.  
Session 9:
Location: Palm Court
Supporting the alignment of academic staff and institutional strategy

Workshop Contributors

Colleen Harding, Staff Development Manager, Bournemouth University
Aims

to share the final findings and outputs of a doctoral study exploring the research question: 'How are coaching and mentoring being used to support the alignment of academic staff and institutional strategy during a period of significant organisational change?' and to provide participants with an opportunity to discuss the transferability of the findings and outputs to their own working environments.

Objectives: 

By the end of the seminar participants will have had the opportunity to:

· Listen to a brief presentation on the findings from the study

· Explore some of the outputs generated from the findings, including some models (see below)

· Discuss the findings and the transferability of the findings to their own working environments

Please note that this session builds on a session run at the 2009 conference which reported on some very early findings from the study and will include a response to some of the questions and issues raised by those who attended the previous session. Thesis submission is due October 2010.
Focus

This study explored the complex political agenda for higher education and how that has influenced a University's strategy. It considered how the strategy challenged the existing 'way of being' for academic staff in the institution, including both 'established' and 'emerging' academics and what this meant to them at an individual level.  

Of course the issue of the individual within the organisation is not new and whilst pioneering theorists of organisational development, including Argyris, have been influenced by humanistic psychology, the changing context of the socio- economic environment of recent decades has diluted the core humanistic values in organisations as they have become focused on improving the ‘bottom line’. Montuori & Purser (2001) suggest that it is now timely to fully explore the theoretical, philosophical and practical implications of the need to achieve the bottom line and the need for individuals to establish authenticity and identity as they struggle against social and cultural forces. 

The challenge encouraged this staff developer to undertake a doctoral study exploring how coaching and mentoring could support the alignment of academic staff working in such a challenging environment in higher education today.

The session will provide an opportunity to explore the outputs generated from the findings, which will include models for: (i) facilitating alignment of academic staff; (ii) supporting the development of both established and emerging academic staff through coaching and mentoring; (iii) for aligning HR practice to organisational strategy.
This session would be of interest to staff and organisational developers who are responsible for:

· Aligning HR practice to organisational strategy

· Developing coaching and mentoring in their institution

· Academic staff development

· Engaging facilitators and participants in staff development activity

· Interested in undertaking doctoral level study

Method

20 minutes - presentation on findings

20 minutes - exploring the models generated from the study

20 minutes - discussing transferability of findings and outputs to other environments/institutions

Fit with over arching theme and conference aims
This session will present a case study of an institution  where academic staff are expected to be teachers and researchers as well as being engaged in enterprise and professional practice in order that they are both confident and competent to respond to a complex political agenda and competetive market conditions. The study and this session consider the role of the staff/organisational developer in supporting individuals challenged by their institutional strategies and provides both empirical evidence and models for action that indicate how staff/organisational developers can align their practice to the needs of both the institution and the individuals working within it.
Session 10:

Location: John Charles Room 1
Effective communication through video-enhanced appreciative coaching
Workshop Contributors

Dr Richard Young, Professional Development Manager, Newcastle University and Dr Angela Roger, Senior Lecturer, University of Dundee
Aims
Outline the main values and features of Video Interaction and Guidance (VIG) including video and other examples of its application in higher education at Newcastle and Dundee Universities, together with opportunities for delegates to practice. Indicate the key differences from other video-based and coaching approaches and briefly present evidence for its effectiveness. Delegates will use the Contact Principles to engage in or observe a coaching interaction and be able to make decisions about the value and cost/benefit of this accredited approach in their own contexts.

Focus
The ethics and practice of a powerful, appreciative experiential tool that proves enjoyable for those engaged in using it. We will provide an opportunity for experiential learning and provoke lively discussion and food for thought about a range of CPD contexts. The challenge of enhancing the student experience through developing (including recovering) the performance of teaching staff as part of Teaching and Learning and HR Strategies provide the chief context for the presenter. However, the approach works well in enhancing any face to face communications where a video camera might be used. The tool is part of an appreciative approach used by a trained guider. It is widely employed in The Netherlands, some parts of Central and Eastern Europe and increasingly in the UK.
Method
This workshop will first present the values and practice of VIG, the Contact Principles it employs and some evidence of its efficacy. There will be opportunity to see and discuss film of VIG in practice with a lecturer.  Delegates will then have the opportunity to try out or observe a filmed feedback / guidance scenario and to reflect on their experience. Finally we will review the practical issues of setting up video-enhanced reflection on professional practice.
Fit with over arching theme and conference aims
Video-enhanced reflection on communication in professional practice is a creative and particularly effective response to performance development at all levels. Provided by accredited guider, it has high acceptability among most staff, including those of higher grades or more experienced who, in critical times, may want or need to enhance their face to face communication with students or colleagues. It can play a significant enabling role in bringing about culture change and through its focus on moments of especially effective behaviour is generally enjoyable to take part in.

Session 11:
Location: John Charles Room 3
Mandatory training - a creative response?  

Workshop Contributors

Serena Yeo, Staff Development Manager, School of Oriental and African Studies
Aims
· To look at the issue of making training courses mandatory as a response to an era of scarcer resources

· To consider the pros and cons of mandatory training

· To consider the practice of making courses mandatory of those taking place in the discussion
Focus
This discussion will ask participants to consider what they currently do, and why. it will also ask participants to consider whether they are likely to implement more, or less, mandatory training in the future as a response to 'critical times'.
Method
A led discussion.
Fit with over arching theme and conference aims
As a result of funding cuts all staff development units are likely to be asked to consider what they offer, and how they offer it. This discussion will look at how the issue of mandatory training fits into this era of scarcer resources in terms of people, finance and time.
Session 12:
Location: John Charles Room 2
Wake up and smell the coffee – how blended and online learning works at Leicester

Workshop Contributors

Gretel Stonebridge, Learning and Development Advisor, Helen Robinson, Learning and Development Advisor and Steve Barrow, Human Resources Business Partner, University of Leicester
Aims
You will:

· Find out what Leicester has done with leadership development using blended and online material

· Learn how you can apply blended learning in the workplace

· See how blended learning can be used to roll out new policies and procedures

· Take away an understanding of the benefits of blended learning

· Find out about examples where we have had success

· See how a blended approach is done  and pick up tips on how to develop creative and interactive material

· Pick up some practical tips and get food for thought to take back to the workplace

Focus
Whilst feelings about blended and online learning tend to sway towards negativity, our workshop will get you to realise that this might just be the right way to survive in critical and tight times. Do we need to “wake up and smell the coffee”? Is it time to get on with developing this approach to keep our organisations developing when the economic situation is under pressure?

Our focus to the poster will be the Leadership at Leicester Toolkit, created for our leaders and managers.

In addition we are using this online and blended approach to roll out and implement HR Policy and procedure – we are targeting the right audience who need to know. Potentially this approach might be a pivotal point in changing culture how leaders lead and managers manage!
Fit with over arching theme and conference aims
With pressure on resources that affects not only development of staff but also every area of an organisation a blended approach has proven to be cost-effective.
Giving staff access to development when they need it, releases pressure for them and gives them more choice.

We are a very small professional development team at Leicester and we have had to learn how to get more out of limited resources by being imaginative and creative.  

By taking this approach we have developed and are developing a resource that can also be used for reference, refreshment when needed.
MASTERCLASSES
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Masterclass 1: GoodPractice
Location: Palm Court
Implementation is key: some do’s and dont’s

Workshop Contributors

Catherine McCallum, Director and Jason Murphy, Client Services Account Manager
Aims
Attendees will understand the critical implementation issues with learning and development interventions, particularly those that involve new learning technologies. 

Learning outcomes
Attendees will learn how to develop an integrated approach to successful implementation and achieve world class engagement with their learning and devlopment interventions.
Atttendees will receive copies of recent GoodPractice White Papers including 'The Challenges of Being a Manager (in their own words), and our 'Learning Trends' Survey report.
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Masterclass 2: Marshall ACM
Location: Palm Court
Online learning, a valuable resource in challenging times
Workshop Contributors

Steve Wilkinson, Consultant
Aims
In challenging times when there are less resources and time available, online learning can help organisations to achieve their development objectives. The demonstration will show how a diverse range of online and instructor led training can easily be created, maintained and managed from a central point.
Learning outcomes
The delegates will have seen how they can easily utilise a variety of online learning methods.
Masterclass 3: Meeting Magic
Location: Palm Court
Critical Times – Magical Meetings
Workshop Contributors

Tom Russell and Ben Robinson, Facilitators
Aims
Meeting Magic will facilitate a very energetic 15 minute Masterclass aimed at generating for the participants, many hints and tips about how they can manoeuvre their meetings from being inefficient and ineffective to productive, fun forums where people want to gather to get work done, communicate and make decisions.

Our research tells us managers spend over 50% of their time in meetings, of which 46% end with no outcome or decisions being made. These meetings are therefore a massive cost to any organisation.  But they are also critical events which are the lifeblood of any organisation. Join us on our quest to make every meeting more effective, efficient and enjoyable!
Learning outcomes

Delegates will be able to identify and demonstrate practical techniques for making their meetings more productive environments for reaching decisions that stick.
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Masterclass 4: Satellite Consulting
Location: Palm Court
Creating a Sustainable Culture during Critical Times
Workshop Contributors

Teresa Hill and Alan Brown, Consultants
Aims
The impact of learning is clear but with less money available to invest in systematic training programmes, learning needs to be focused on immediate work issues. How do organisations create a work environment in which people can maximise their learning through work based activities?  

Learning outcomes

By the end of the session the delegates will understand the link between learning and developing a sustainable culture:
· Understand the value of developing people to be effective learners
· Handouts will be given on the day 
Masterclass 5: TMS Development International Ltd
Location: Palm Court
High Energy Team Meetings
Workshop Contributors

Sue O’Boyle and Mark Gilroy, Consultants
Aims
Individuals who are new to TMSDI will have the opportunity to learn about our personal and team development tools which are used worldwide to lead, build, and sustain high performing teams. Complimentary personal Profile reports from our full suite of tools, as well as exclusive savings on our accreditation programmes will be available to all delegates.

Accredited members of our network will also be able to discuss their upcoming development programmes with our consultants, exploring ideas for coaching, leadership, and team development using the TMS tools.

Focus
More than ever, there is a need to maximise time and energy spent in meetings. Sue and Mark will facilitate a masterclass in running critical, creative team meetings using the concepts of the Margerison-McCann Types of Work Model, a rigorously-researched framework derived from the understanding of High Performing Teams.
Learning outcomes
By the end of the session the delegates will walk away with a toolkit of practical ideas that they can use immediately at their next team meeting. They will also each receive a complimentary copy of Dr Dick McCann's 'High Energy Teams' e-book, which addresses eight key strategic issues that teams need answers to if they are to work with energy and enthusiasm to deliver high level outputs.
