Project title:  An initial evaluation of the perception of the contribution of leadership & management development programmes to organisational development and culture change in UK HEIs.
Project leader:  The Project Director will be Jean Harrison, Interim HR Director, University of Westminster.  She will be supported by Professor José Chambers, Assistant Vice Chancellor, University of Winchester and Chair of the Organisational Development in Higher Education (ODHE).  Each participating institution will be invited to appoint a member of the project team.
Steering group

Members of the ODHE group will act as a steering group for the project. 
Host HEI:  University of Westminster. 
Participating institutions:  A sample of 6-10 institutions, reflecting the UK HE spectrum will be selected to participate. Each will be undertaking a significant change agenda. The members will be drawn from the ODHE Group (see list below as at Aug 2008); other institutions that have expressed an interest in the project including Birkbeck, Imperial, Open, Wolverhampton and The Robert Gordon University (RGU). We would also like to include a small specialist college, which we would choose in consultation with MASHEIN project manager.
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Rationale
Leadership and Management Development is often thought to be the key to culture change and is still a priority area for development activities in Higher Education. Institutions are concerned to make best use of all available resources and to show progress against goals and indicators. It is the intention of this project that we can provide some initial practical case study materials that will help institutions consider the impact of their Leadership and Management Development activities in the context of the achievement of cultural change.

Aims and objectives

This purpose of the proposal is to explore, within a number of HEIs, the contribution that leadership & management development activities are perceived to make to the achievement of organisational culture change and to clarify the basis of those perceptions. 
Key objectives are to:
1. Establish what leadership & management development interventions were chosen within the selected institutions, why they were chosen, and what impact those interventions are perceived to have had.

2. Produce a set of context specific case studies which can be used to help institutions consider the impact of their Leadership and Management Development activities in the context of the achievement of cultural change.

3. Critique and evaluate a range of leadership & management interventions in supporting cultural change, paying particular attention to the mix of in-house and external provision chosen.

Proposed methodology: 
Using the recommendations generated by LGM081
 as a starting point
 (attached as Appendix) and making use of the Bristol Online Survey resource available, appropriate individuals in the selected institutions will first be invited to complete a questionnaire (a mix of multiple choice and free text questions) outlining their leadership & management development activities, how they are seen to relate to the institution’s current change programmes and what is the perceived impact of the leadership & management development activities.  The questionnaire will address: 

1. What are you trying to achieve?

2. Why are you trying to achieve it?

3. How are you trying to achieve it?

4. Why are you doing it that way?

5. Is it effective?

6. How do you check its effectiveness?
7. What do you do as result of the check?
8. What evidence do you have/expect to collect of the impact?
9.  Is it the best way of doing it?
Responses to the questionnaire will clarify what approaches to leadership & management development are in use, how these are seen to relate to the achievement of culture change within that institution, and how success in the short, medium and long term is being monitored and evaluated.

A number of key staff will then be interviewed at each institution to pursue the findings indicated through the response to the questionnaire.  
We are particularly interested to capture critical incident stories that demonstrate the perceived different levels of impact contributed by in-house and externally delivered leadership & management development activities and to capture any similarities and differences in the current practice if the selected institutions.

Project team members will:

· Participate in steering group activity at ODHE meetings, as required.

· Ensure the questionnaire is designed appropriately and couched in acceptable language for HEI investigation.

· Ensure the completion of the online questionnaire by key staff in their institution.

· Co-ordinate and host interview work on the project within their own institution.

· Participate in conducting interviews in a partner institution, as necessary.

· Collate information on work programmes under investigation.

· Write up an initial draft of their case, against a template for the cases.

Outcomes and benefits

The main outcome of this project will be a critique of the interventions used across the participating institutions along and a description of the tools/methods used to monitor and evidence progress in relation to cultural change. Specifically this will offer the following benefits:
· An initial evaluation of the nature and extent  of internal and external interventions employed by institutions will be available for dissemination and further research.

· Staff in development roles, and leaders and managers responsible for culture change, will have access to a series of case studies which will explore the relationship between LMD activity and the achievement of culture change. 

· The project outputs will encourage those responsible for change to consider undertaking systematic medium and long term evaluation of the role of LMD within change projects. 
Outputs

· A disk of a minimum of 6 case studies including video clip interviews with project participants for dissemination to the sector.

· A project report that includes examples of change plans, progress reports, and evaluation documentation.

· A conference presentation and workshop outline for in-house use in planning and managing change programmes.

Milestones (quarterly)
1st quarter – Convene steering group (Feb 11th if possible) design questionnaire and finalise practical actions. Conduct visits to capture unique stories, review change models and evaluation methodologies and evidence. 
2nd quarter – Draft unique stories and design questionnaire. If timely, present draft stories to May 09 ODHE group and invite comment. Initiate, collate and analyse questionnaire responses to complete data gaps and add common information to unique stories. Develop case study conclusions and convene steering group to extend critical insight. Plan marketing of outputs (conference submissions will be dependent on where we are in the various cycles).

3rd quarter – Complete case studies and report documentation for sign off at October meeting of ODHE group. Launch marketing of outputs (conference submissions will be dependent on where we are in the various cycles).

Dissemination 

· Offer at least 3 regional workshops (North, South and Central) for institutions to review documented approaches and offer insight into what they would do/do do differently. These would be organised, if possible, by the LFHE Sheffield office. It is hoped that ODHE members would be able to host these events but a small delegate fee could be made to cover costs.
· The report and complete disk of information will be sent to LFHE member institutions. 
· Conference papers/presentations/workshops will be submitted for LFHE/SDF Conference; SRHE conference; Regional Networks, SEDA Conference, UPA Conference, ACU Conference 2010, European HRD Conference
· Articles covering appropriate aspects of the project will be submitted to relevant professional publications and magazines.

Financial breakdown

NB - Costs include staff superannuation and national insurance and full economic cost of institutional of indirect overheads.
	Ind.timing
	Indicative cost by quarter and item
	Requested of LFHE

	Quarter 1

Feb-Apr
	Project management and organisation, participating HEI staff 

Steering group input (ODHE mtg scheduled for Feb 11th)

Consumables
Visits - travel, accommodation, and subsistence
Design questionnaire
	3000

500

1500



	Quarter 2

May-Aug
	Project management and organisation, participating HEI staff

Steering group input (OD Mtg scheduled for May 20/21)

Draft cases & evidence evaluation

Consumables
Travel, accommodation, and subsistence
Initiate, collate and analyse questionnaire response

Plan marketing of outputs
	2700

300

400

500


	Quarter 3

Sep-Nov
	Project management and organisation, participating HEI staff 

Complete case studies, final report and article for Engage
Steering group input (OD Mtg scheduled Oct)

Travel, accommodation, and subsistence
Dissemination of outputs:

Plan and deliver four dissemination events (3 regional & 1 for ODHE members – possible additional time on Oct mtg)
Consumables (mail-shot to HEIs with DVDs, including the cost of DVD & initial no. report reproduction)
	3500

500
1600
500


Support for LFHE products and services.

The LFHE promotes best practice in both OD and LMD work in the Sector. This project will provide initial useful information on how LFHE provision can be incorporated into culture change programmes, or used to complement internal resources to effect change. The inclusion of evaluation information complements its own approach to programme provision and may provide comparative information on the costs of the use and impact of complementary provision. It will also add to the body of dissemination materials that enables LFHE members to access good practice.
Alignment with the LFHE’s aims.

This project supports the LFHE’s aims insofar as it will:

· Have cross-sector relevance.
· Encourage shared practice whilst recognising institutional contexts.
· Offer a range of approaches to effect culture change for leadership teams and OD/change managers.

· Actively encourage a culture of planning and evaluation of both LMD and OD programmes of work.

· Promote evaluation as a tool for monitoring progress and cost effectiveness.

· Contribute to the improvement of change work in higher education.
Appendix: LGM-081  recommendations 

We recommend that institutions:

1. improve the process for choosing the focus of an OD intervention

2. define the role of senior management in that intervention

3. foster an environment conducive to change

4. give more attention to long-term implementation and to project management

5. identify the most appropriate people to sustain internal development over the longer period

6. select, collect and make appropriate use of data at both diagnostic stages and as a means of monitoring progress and evaluating outcomes

We also recommend that, at sector level, we:

7. Acknowledge the diversity of the ‘OD worker’, the variety of roles involved and the full extent of the capabilities required

8. seek ways of bridging the gap between the various practitioner and research communities which focus on relevant areas of policy and practice in higher education

9. explore further the fragmentation effect of specialist professional groups in HE – seek ways of identifying and bringing into a community of practice the ‘hybrid workers’

10. resist the ‘people like us’ syndrome which prompts people to cluster together in a special interest groupings – often with a particular professional focus

11. utilise the methodology of the Change Academy to support enhancement of OD capability, bringing together multi-functional groups
� Chambers et al (2007) Enhancing Organizational Development in English Universities. London: HEFCE


� Notably numbers 1 & 6 from the institutional recommendations





