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	DRAFT PROGRAMME FOR A  ONE DAY WORKSHOP ON 

LEARNING LEADERSHIP AND DEVELOPMENT
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The learning, leadership and development workshop looks at how to facilitate developing new knowledge (exploring) and how to exploit existing knowledge (exploitation). It looks at how this can be used in different leadership styles and what style is most appropriate at each stage of team development. It looks at how we can use management, mentoring and coaching to motivate and develop people and what we need to do to encourage innovation (exploration) in strategy development and achieve change management (exploitation) in strategy execution.
The workshop uses a combination of group exercises, assessing DVD’s and group brainstorming on the results supplemented by a minimum level of “best practice” from the literature and other companies.

Each participant receives an assessment of his dominant leadership style together with methods to determine the stage of development of any particular group and how he is doing as both a leader and as a participant of the group. They also receive a spreadsheet to enable them to assess how good their learning environment is and how they can improve it together with a full set of documentation from the workshop.


	9.00 – 10.00
	Learning
Looks at how both single loop and double loop learning take place both individually and in a group and how to encourage both. It looks at the conditions necessary for both acquiring new knowledge and exploiting the knowledge we have. It examines the nature of both tacit and explicit knowledge and how learning can be encouraged. Finally we look at the factors that facilitate learning and the factors that determine whether we are focussed mainly on exploration or exploitation and how to change.
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	10.00–11.00
	Team Development 
Looks at when to use a multi-discipline team and the stages of team development from the formation stage through the storming stage to the performing goal. It looks at the different styles of leadership, assesses which style is dominant for each participant and which style is most appropriate at each stage of the team formation. It then looks at how to form an effective team. It looks at how to lead and be a participant in a high performing team. It looks at providing the right environment for team development and it looks at improving the group’s problem solving. Finally we take the lessons from research into what makes teams successful. 
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	11.00 –12.00


	Problem Solving in teams
Looks at both numerical and creative problem solving methods that either stretch our current methods like morphological analysis or force us to develop a new paradigm such as synectics and soft systems methods. We then develop decision making methods that again are either numerical such as decision trees or creative such as paired alternatives.
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	12.00 -1.00


	Motivation – alignment and engagement – management and mentoring
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We look at another DVD on motivation.  We examine how to achieve both alignment and engagement – what to do and how to do it by a combination of managing and mentoring to move each individual from the forming stage through the storming, norming and into the performing stage of group development.

	1.0 – 2.00

	LUNCH

	2.00 – 3.00

	Coaching – helping others discover what to do and how to do it for themselves.
Again through looking at a couple of DVD’s we explore how coaching can be used to develop individuals once they reach the performing stage.
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	3.00-4.00


	The use of learning in innovation and strategy development

We look at how we can encourage people’s different experiences and perspectives to contribute to strategy development. We look at the different types of strategy and where they have been successful. We look at the three generic strategies open to companies – best external fit, best internal capabilities, and speed of change and how these can be developed over the company lifecycle into prospector, defender and analyser strategies.
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	4.00 – 5.00


	The use of learning in strategy execution and change management.

Looks at why change management initiatives are so important and yet hard to achieve. Examines the three stages involved – unfreezing, reforming and refreezing and what is needed at each stage and how to improve over time.
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Coaching is helping people to discover how to improve things for themselves

 Assess (Problem  Solving)
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Knowledge is created by becoming aware of a problem, thinking about it, acting upon it and reflecting on the outcome so you can learn the lessons.

Coach asks questions and provides support so that the other person discovers how to make changes to be more effective.

Problem Awareness



Coaching is essentially being the starting point in the learning process. By questioning we can help them become aware of a problem or an opportunity  arising from change in the external environment. The normal learning process laid out below can then kick into action. Coaching is helping people become aware that they could make improvements and helping them find their own way of doing it.



The starting point is to become aware of a change in the external environment which causes individuals or groups to generate sets of ideas of how to respond. These sets initially in embryonic form and mainly tacit. These are then subject to internal selection aimed at evaluating them for maximum effect in improving existing routines or creating new ones. They are considered against the shared understanding of the organization’s prior experience. The third phase refers to the set of activities to diffuse the newly approved change initiatives to the relevant parties within the firm. This phase contributes new information as to the performance implications of the routines involved and starts a new knowledge evolution cycle. The final phase is retention as the new process is repeatedly enacted it becomes routine and people forget the logic it becomes automatic and tacit



This suggests that knowledge starts with sensing a problem, being uncertain about the cause and therefore the remedies. Brainstorming possible solutions, evaluating the possible solutions and choosing the most likely to succeed. At this point the knowledge is codified and explicit. It is then disseminated as a suggestion and modified again after trials further suggestions etc and then put into practice. As the practice is repeated it becomes a routine and people forget the reasons for doing it that way. The knowledge becomes tacit and the logic forgotten.
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Change Management – Ripping up our mental models and replacing them.
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Change management provides particularly difficult projects, since it invariably involves ripping up current methods, organisation and beliefs and trying to find more appropriate ones.










