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Executive Summary

This project was a consolidation project developed to further investigate the findings of
The Development of leadership in higher education (Lefoe, 2006-08). One of the key
aims of this project was to further develop the distributive leadership capacity building
framework that had been developed for teaching and learning. This aim was partially
achievable because the two project leaders had participated in the first distributive
leadership project and its evaluation, and had first-hand experience of the strengths
and weaknesses of the model. In the first project and in this second iteration, each of
the participating universities implemented the model in slightly different ways. However
there were several common aspects that were present in all institutions and these were
considered to be the most significant and important elements of the faculty scholar
model. These were:

the identification of a coordinator or project facilitator in each institution;
high level, DVCA sponsorship and backing for the faculty scholar initiative;
faculty support for the project the scholar was undertaking;
on-going communication between the faculty scholar and the relevant faculty
teaching and learning committee or other key group in the faculty;
e on-going networking, communication and sharing of information between faculty
scholars in the same institution;
leadership training for faculty scholars;
face-to-face meetings, video communication, opportunities for dialogue
between scholars in the various institutions and also between the project
facilitators in each institution; and
e a national event to share outcomes of the faculty scholar projects which the
scholars each year collaborated to plan and lead. This focussed the work of the
scholars and provided a common goal to aim for.

Another key aim of this project was the evaluation of the outcomes for leadership
scholars from 2007-2009 in relation to leadership capacity building. This evaluation
was conducted by Emeritus Professor John Dearn. Through the evaluation, all faculty
scholars were surveyed to ascertain their perceptions of the impact that their
involvement as a faculty scholar had had on their development as a leader of teaching
and learning. They were also asked to comment on the faculty scholar model and the
strengths and weaknesses of the capacity development framework.

In spite of the variations in implementation at each university, each of the domains of
the faculty scholar model was present and able to be reviewed by all the participants.
These domains were; Growing (through leadership training and experience), Reflecting
(group and individual reflection throughout the program), Enabling (demonstrating of
leadership skills through the management of the national Roundtable), Engaging
(meetings and support provided in each institution) and Networking (between
colleagues inside and across institutions).

All of the domains were viewed by the faculty scholars as being important and having
an impact on their development as leaders of teaching and learning. Interestingly,
preparation, planning and participation in the Roundtable were viewed by the former
scholars as being a crucial domain that had had a very significant impact on their
development of leadership skills. Unfortunately, this element is the most difficult to
replicate if a university wishes to implement the faculty scholar model on their own. Of
the six universities involved in the project four have now introduced faculty scholars
and funded the project themselves. The four institutions have used the model and the
domains but have not been able to include the national networking and the Roundtable.

Sustaining distributive leadership in learning and teaching:
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Key outcomes for participants included:

e promotion and/or movement into leadership positions of more than half of the
faculty scholars involved (19 of 32) either during the project or after their
involvement in the project had concluded;

e development of three collaborative cross-institutional projects as a direct result
of the project;
preparation of two collaborative conference presentations;
submission for review of three individual journal articles;
institutional citation for outstanding group contribution to student learning this
year for one faculty scholar;

e submission of an ALTC grant application using this project as reference by one
faculty scholar; and
workshops by faculty scholars to present their findings at each university; and
development of a website providing information about the faculty scholar
projects.

The outcomes for individuals and for the evaluation of the faculty scholar model were
positive. The domains proved to be successful in both projects in supporting the
development of leadership capacity building in teaching and learning in higher
education.

Sustaining distributive leadership in learning and teaching:
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1.0 Introduction

The Sustaining distributive leadership in learning and teaching: Cascade and perpetual
effectiveness of the faculty scholar model project (LE8-691) is a built on project based
on the distributive leadership capacity building framework developed in another ALTC-
funded project (2006-08), Distributive leadership for learning and teaching: Developing
the faculty scholar model project (LE6-9), led by the University of Wollongong.

In the first stage (2006-07) of the project led by the University of Wollongong, a
distributive leadership capacity building framework was developed using the Faculty
Scholar Model to enhance leadership skills for scholars in learning and teaching in two
partner universities: University of Wollongong and University of Tasmania. In the
second stage (2007-08), the leadership framework was further trialed and refined using
a ‘cascade approach’ with the project leaders from the first stage universities mentoring
the second stage universities: Flinders University and La Trobe University, through the
implementation phase.

Inspired by the cascading approach of faculty scholar model that encourages intrinsic
leadership development, recognition and reflective practice through active
engagement, and empowerment of motivated potential academic leaders to be change
agents in learning and teaching within their own faculties and institutions, both Flinders
University and La Trobe University trialed and further refined the distributive leadership
framework in this second iteration of the project.

The main aims of this consolidation project were to:

e further develop the distributive leadership capacity building framework for
learning and teaching incorporating knowledge and experience gained in the
first iteration of the national project;
promote learning and changed practice within the cross-institutional teams;
extend the network of new leaders of learning and teaching within and across
institutions;

e evaluate the outcomes for leadership scholars from 2007-2009 in relation to
leadership capacity building;

e disseminate the findings of the a longitudinal evaluation of the two iterations of
the national project, and

o develop resources to support this framework that will be available and
accessible to all institutions.

Sustaining distributive leadership in learning and teaching:
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2.0 Project Outline

This project is a collaborative initiative between the Flinders University and La Trobe
University, and two further partner institutions, James Cook University and University of
Canberra. The lead university in this project is Flinders University led by Associate
Professor Heather Smigiel. She has the overall responsibility of the project and for the
supervision of the Flinders -based project manager in collaboration with the institutional
steering committee at Flinders University. Dr Linda Pannan is the co-leader of this
project from La Trobe University. The two project leaders worked together in
collaboration with the facilitators from the two cascade partnering universities, Dr Nick
Szorenyi-Reischl from James Cook University and Dr Peter Donnan from University of
Canberra, to support on-going communication and collaboration between the
universities and to ensure that the project is completed on-time and within the agreed
budget. The leader/facilitator at each university also worked with their own institutional
steering committee to manage the project in their institution. Further, they were also
involved in the evaluation processes in collaboration with the external evaluation
adviser, Emeritus Professor John Dearn, the leadership scholars and the facilitators.

The project manager, Ms Kay Govin, worked with the leaders, facilitators, scholars, the
external evaluator and other key stakeholders from the participating institutions;
facilitating two-way communication throughout the project; coordinating the interstate
leadership retreat, workshop and the two national Roundtables (2009 and 2010); and
managing the evaluation of each phase of the initial report. The project editor, Ms Kate
Deller-Evans, edited the final project report.

| think this is a great project and | feel | am learning a lot and am growing as a leader
and as an academic in the teaching and learning arena. [2009 Faculty Scholar]

The project provided an opportunity for the scholars to engage in explicit leadership
development activities and to develop leadership capacity both individually and
collaboratively. The scholars were enabled to design, develop, deliver authentic action
learning faculty-based projects using distributive leadership framework; and to
disseminate their findings and across institutions as well as at the national assessment
roundtable. In the process, the project had established cross-faculty and cross-
institution networks and encouraged collaborative research and outputs including
change practices in assessment, journal articles and conference presentations.

This 18-month project comprised of two major phases:

¢ Phase 1 — implementing the cascading faculty scholar to the two new cascade
partner institutions and simultaneously extending the model within the lead and
collaborative institutions; and

¢ Phase 2 — evaluating the effectiveness of leadership capability building for the
2007 — 2009 Faculty Scholars using the cascading approach, and the
sustainability of the faculty scholar model.

Sustaining distributive leadership in learning and teaching:
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In this first phase, James Cook University and the University of Canberra were the two
new cascade partners. Each institution identified three to four scholars to engage in the
project, selected from academics with the potential to be change agents in learning and
teaching within their faculties and institutions. Over the last two years, the scholars’
individual faculty-based action learning project initiatives have related to leading
improvements in assessment practice and this topic continued through this iteration.

Flinders University and La Trobe University also selected four new leadership scholars,
providing opportunity for establishing sustainable distributive leadership processes at
these universities. These 15 new scholars and five experienced scholars selected from
the 2008 cohort convened at a three-day residential leadership program to develop
relationships with the other institutions, to formulate and discuss the aspects of their
assessment project, determine their action plan for the year, and to participate in
leadership development.

Institutional support, including both financial (for the 2009 cohort approximately $8, 000
— $12,000 per scholar) and time commitment by senior academics (in strategic
leadership mentoring), and cross-institutional support and collaboration between
leadership scholars of the four universities continued in line with the model that has
developed through the 2007-8 project (Lefoe, 2006). However, the distributive
leadership framework was modified in the 2009 implementation based on the recent
studies on leadership (for example, Scott, 2008) and from the evidence gained through
evaluation of the initial project. These modifications included small alterations to the
selection, training, and increased opportunities for mentoring of new scholars;
opportunity for extension of the 2008 scholar experience through their participation in
the training of the 2009 cohort and subsequent cross-institutional mentoring of these
novice 2009 scholars.

At the end of this first phase, the 2009 scholars coordinated and facilitated a National
Assessment Roundtable in Melbourne: From the coalface: assessment driving
curriculum on 16 September 2009 involving about 50 academic staff from their own
and other universities, leaders in the field identified through professional associations
as well as invited participants from other universities. This was the third roundtable on
assessment and while the focus of the project is on leadership capacity building the
information and approaches to improvements in assessment practice, accumulated
from the scholars’ faculty-based action learning projects were also key outputs of this
project.

In this final phase of the project, the leadership outcomes for scholars from the two
projects spanning 2007-2009 were evaluated. These evaluations were designed and
implemented by an expert in leadership and its evaluation, Emeritus Professor John
Dearn. A National Leadership Roundtable in learning and teaching in Higher Education
was held. All past participants in the two Faculty Scholar Model projects, and key
stakeholders from all the participating institutions were invited to the roundtable which
was led by the consultant leadership expert. The outcomes of three years of operation
of the faculty scholar model within a distributive leadership framework were
disseminated and were used to further debate: the nature and effectiveness of
leadership development in learning and teaching in higher education, and the possible
future role of the faculty scholar model and the distributive leadership framework.

Sustaining distributive leadership in learning and teaching:
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3.0 Factors Critical to the Success of the Project

It is important to note the consolidation aspect of this project, following on from the
predecessor ALTC-funded project, The development of leadership capacity in higher
education. In 2009 a second phase of the project continued at Flinders and La Trobe
Universities; it cascaded to two new partner institutions: the University of Canberra and
James Cook University. The title of the second phase of the project, Sustaining
distributed leadership in learning and teaching: cascade and perpetual effectiveness of
the Faculty Scholar model, indicates the expanded strategic focus and a framework for
success.

Success is envisaged in terms of the sustainability of the faculty scholar model of
distributed leadership and how effectively it can be transferred to different institutions.
Success is also understood in terms of the key aims of the project: further develop the
leadership capacity building framework for learning and teaching incorporating
knowledge and experience gained in the first stage of the national project; promote
learning and changed practice within the cross-institutional teams; extend the network
of new leaders of learning and teaching within the cross-institutional teams; and
evaluate the outcomes for leadership scholars from 2007—-2009 in relation to leadership
capacity building.

Reporting by Lefoe & Parrish (2008b) on the first Faculty Scholar project identified the
following critical success factors in the Green Report:

Formal leadership training and professional development activities;
Authentic learning activities that are situated in real contexts;
Engagement in reflective practice;

Opportunities for dialogue about leadership practice and experiences; and
Activities that expand current professional networks.

These five points certainly encapsulate critical success factors of the second Faculty
Scholar project, but the experience and data indicated that some of these needed to be
reconceptualised and restated. The following table and associated commentary
provides an overview of the most significant factors.

Table 1: Factors critical to the success of the project

Factor Descriptor
This project built upon an existing ALTC project of
1. Existing leadership model Leadership Capacity Development Framework
(LCDF)

The faculty scholars’ projects were authentically

2. Authentic learning activities and strategically embedded within faculty culture

Strategic mix of face-to-face and
communication/interaction strategies was adopted
to advance the key aims of the project

3. Building networks within
and across universities

4. High project values around Systematic, ongoing evaluation of every stage of
evaluation this project was rigorous and professional

Sustaining distributive leadership in learning and teaching:
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The value of an existing model and philosophy of distributed leadership, a
comprehensive report, resources, National Roundtable information from 2007 and
2008, links and a supporting literature study (Lefoe &Parrish, 2008b) was of major
importance for cascading partners at the beginning of the project. The application
process and selection of faculty scholars involved consultation with the deans of
faculties and subsequent prioritisation regarding the value of the project and the
applicant’'s capacity to implement it. Project plans by each faculty scholar, including
budget allocation, were required to address the criteria in the application form and this
process had to be completed between December 2008 and February 2009, a time
when academics were preoccupied with end-of-year grades and then annual leave.
The value of practical resources around processes such as application templates for
faculty scholars, all available on a website, in this busy, initial phase was a sense of
impetus, direction and process.

An associated factor was that the leadership team contained two members —being the
Project Leaders — with previous experience in the core leadership LCDP team in 2007
and 2008. This was significant because their tacit knowledge and organisational know-
how enriched planning around events such as the initial three-day residential and the
National Assessment Roundtable, without constraining initiatives amongst the 2009
faculty scholars. Closely associated with this was the organisational and administrative
support provided by the Project Support Officer, located in the lead institution. In a time
of escalating workload commitments, it is almost inconceivable that an ALTC project
such as this could be successfully delivered without such professional support.

The application process for the faculty scholars included criteria that they were to lead
a faculty based initiative in an aspect of change management to improve assessment
within the faculty /school with a staff development focus; and that they create a plan of
action to address the issue, in consultation with a teaching and learning advisor, or the
project facilitator. In this sense the projects were authentically and strategically
embedded within the scholar’s faculty culture and future leader attributes such as ‘a
desire to engage with a distributed leadership model and to work collaboratively with
other institutions’ were explicitly stated.

Lefoe & Parrish (2008a) identified ‘activities that expand current professional networks’
as a critical success factor. A fundamental element of the project was the intra-
university and inter-university networks of academics, who were energised around their
own faculty projects and the National Assessment Roundtable.

Within each university there were program elements that promoted regular interaction
and communication to advance the key aims of the project, including:

e regular meetings of faculty scholars within each university, noting that even
though these academics are employed in the same university they may not
have met each other before the project;
engagement with other faculty colleagues around their assessment project;
ongoing support from the Project Facilitator; and
liaison, meetings and support from senior university leaders, including the DVC
(Education / Academic ) or equivalent, Faculty Deans, Associate Deans
(Education / Academic).

Given that the faculty scholars were based in Adelaide, Melbourne, Canberra and
Townsville and Cairns, the development of rapport and productive relationships within
professional inter-university networks cannot be assumed.

Sustaining distributive leadership in learning and teaching:
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There were time, budgetary and geographical constraints upon travel; therefore, the
successful building of networks within and across universities was based on a strategic
mix of face-to-face and virtual communication strategies, including:

e Face-to-face meetings: such as the initial three-day retreat at Macedon Spa,
Melbourne, from 18 to 20 February, 2009; the planning day for the National
Assessment Roundtable held in Adelaide 18 and 19 June, 2009; and the
National Assessment Roundtable in Melbourne on 16 September, 2009 —
From the coalface: assessment driving curriculum renewal,

e Video conferences: held among the faculty scholars and project leadership
team;

e Teleconferences: held among the Project Management Team and the
Executive Group of Scholars; and

e A website was established for the life of the project: this was a Moodle site
entitled ALTC: Distributive ALTC: Distributive Leadership Project Leadership
Project and it contained a discussion forum, project documents, sample project
plans, roundtable plans and references.

An interesting participant evaluation comment on the initial retreat was:

[I found this most useful] when we discussed issues relating to assessment and
leadership and had more time to explore through discussions. This worked well for me
because you don't normally get opportunities to discuss these issues. [Participant
comment]

Similarly, another evaluation comment in relation to the 2009 National Roundtable on
Assessment was phrased:

This Roundtable provided the participants with an interactive opportunity to discuss
scenarios and project work concerning this project. This differentiates it as a forum
immediately and set an interesting tone. [Participant comment]

The critical point is that this program created a context for engaging with authentic
leadership and assessment issues in an applied sense that occurs infrequently within
universities and even less so across universities. Interactions with previous scholars,
embedded in the initial retreat, at the Adelaide preparatory day, in some of the
videoconferences and at the roundtable — involved discussions, benchmarking and
benefitting from their earlier project experience. Senior academics and policy makers
also attended the Leadership Retreat and the National Assessment Roundtable in
October 2009. This program introduced the scholars to a community of practice and
networks around leadership and assessment that was frequently endorsed by the
scholars themselves:

Overall, [this was] a very good program with some really immensely valuable
opportunities to network. [Participant comment]

I have really enjoyed the experience, the networking and the collegiality involved with
this project. | am meeting people from across the University interested in teaching.
[Participant comment]

Systematic, ongoing evaluation of every stage of this project was rigorous and
professional. The use of questionnaires, transcribed interviews, video clips, poster
sessions and finally the National Leadership Roundtable in March 2010 were aspects
of this evaluation strategy.

Sustaining distributive leadership in learning and teaching:
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4.0 Factors Impeding the Project

This project encompassed scholars in four states and as with many ALTC projects a
key challenge was to meet the project key aims and timelines within the budgetary
framework. The following table presents an overview of inhibiting factors and
constraints on the approach adopted in this project.

Table 2: Factors impeding the project

Factor Descriptor

The distinction between the impact of a
1. Blurring of leadership and distributed leadership project (DLP) on the
assessment elements of practice of one’s faculty colleagues and
the project assessment renewal within discipline/curriculum
context was not always understood.

There was variable practice in this area and close
mentoring by a senior academic was rare
because of the workload and competing
commitments of many DVCs, PVCs, Deans and
Associate Deans.

2. Support from senior
academic leaders

The formal value of scholars’ reflective journals,
3. Engagement in reflective and how these were kept updated or indeed

practice maintained at all, could not be ascertained in
relation to the faculty scholar model.

Given the nature of contemporary universities
4. Perpetual effectiveness of and the workloads and commitments of

the faculty scholar model academics, ‘perpetual’ is an unsatisfactory
descriptor, albeit aspirational.

One of the scholars stated the blurring of leadership and the assessment elements in
the following terms: ‘I have been struggling for a while to reconcile the DLP and the
assessment component of this program (this is not a criticism, but it has been a
challenge)’. While the application criteria clearly stated that scholars were required to
‘lead a faculty based initiative in an aspect of change management to improve
assessment within the faculty / school’ the distinction was not always apparent and for
some scholars the National Roundtable on Assessment was the highlight of the inter-
university program rather than the leadership dimension.

The concept of distributed leadership and how it was embedded in the program was
impeded in some instances by how explicit the theory and resources needed to be, as
well as by how much time was available within the face-to-face meetings. For some
scholars it was simply a matter of changing faculty colleagues’ learning, teaching and
assessment practices whether by personal influence, formal leadership, or distributed
leadership in action. While the retreat program offered explicit sessions on leadership,
discussions around contemporary leadership issues, leadership role plays and images
of leadership, the concept of distributed leadership was difficult for some scholars to
fully engage with and appreciate, as the following participant comment indicates: ‘the
leadership session could have been extended and developed more. The session was
good but didn’t go far enough for me’.

Sustaining distributive leadership in learning and teaching:
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An approach endorsed in this project was coaching, mentoring and support by senior
academic leaders within the scholars’ institution, such as group mentoring by the DVC
(Educational / Academic) or PVC (Educational / Academic). Having regular contact with
senior leaders was recognised as valuable but there was predictable, variable practice
around this approach, given the workloads and competing commitments of such
leaders.

An explicit expectation of the project was that scholars would ‘maintain a reflective
journal and participate in evaluation processes’. A formal session on maintaining
reflective journals presented at the retreat was highly regarded — ‘I particularly liked the
sessions on reflective journaling — well run, interesting, challenging and with practical
ideas to take away’ — and in various sessions throughout 2009 there was
encouragement for scholars to continue with their reflective journals. Because these
journals were essentially personal however, and written on an invitational basis, their
formal value in relation to the faculty scholar model could not be ascertained and one
could infer that there was variable practice maintaining them.

The subtitle of this ALTC project included the phrase ‘perpetual effectiveness of the
faculty scholar model’. Given the nature of contemporary universities, rapid institutional
change, high staff turnover, issues around workloads, competing commitments to other
projects — indeed other ALTC projects, jostling agendas around work-life balance,
research and community engagement and that ‘no one size fits all' in modern
universities — it is quite clear that the adjective perpetual is inappropriate.

Sustaining distributive leadership in learning and teaching:
cascade and perpetual effectiveness of the faculty scholar model 16




5.0 Background Literature

Although the review of literature on distributive leadership was not one of the project
deliverables, it assumed an important role throughout the project, from the conception
of the project proposal to the execution of this report. Based on the extant literature on
distributive leadership at the time of writing the project proposal, and from the
experiential understanding of this leadership capacity building framework as a result of
participation in the first iteration of the project, distributive leadership was articulated
and validated as negotiated roles underpinning social cohesion and trust that
transcends multiple boundaries within the higher education sector.

However, the notion and recognition of distributive leadership has been continually
evolving over the last decade, particularly of leadership in learning and teaching in
higher education, over the last decade. The distributive leadership theoretical
framework used in both iterations of the project provides further understandings of
academic leadership and the effectiveness of the faculty scholar model.

The external evaluation consultant and the project team conducted an informal review
of extant literature on distributive leadership and the implications on professional
learning and leadership capacity development in higher within the higher education
context. A synopsis of the key literature used as reference and to make informed
conclusions of the evaluation findings is attached as Appendix A.
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6.0 Overview of the Faculty Scholar Model

The faculty scholar model developed and refined through the Distributive leadership for
learning and teaching: developing the faculty scholar model project (Lefoe, 2006)
encouraged multilevel capacity building in learning and teaching leadership, supporting
the objective ‘to promote and support strategic change in higher education institutions
for the enhancement of learning and teaching’ (Carrick Institute, 2008). Evaluations of
the project indicated that the model used a particularly powerful combination of guided
peer support and an embedded dissemination process in each iteration, with 82% of
the 2007 scholars agreeing that participation in the project helped them to develop as
leaders and recognition and networking within and across universities most frequently
cited as contributing factors in their leadership development (Gunn, 2008).

This project developed from those findings, further trialing the framework (Lefoe &
Parrish, 2008) which had five domains outlined below.

This domain is concerned with leadership awareness and skill development and was
realized through the central leadership retreat and on-going leadership training in the
various institutions.

This domain is concerned with the cycle of action and reflection that underpinned this
leadership capacity development framework and its associated activities. Participants
were encouraged to maintain a reflective journal of their experiences and also to
participate in reflective discussions within their own institution.

This domain is concerned with leadership capacity development that is enabled
through the provision of opportunities and experiences that occur in the authentic, real
or actual context in which they reside. The most outstanding example of this was the
National Roundtable which scholars planned and led as part of the model.

This domain is concerned with the opportunities and activities for engagement and
dialogue that are facilitated to enhance the development of leadership capacity. This
happened through mentoring programs and meetings in each institution and within the
various faculties in which the scholars worked.

This domain in concerned with fostering and establishing a practice identity. This
happened across each institution and between the participating universities.

These domains were implemented to various degrees and in various ways by the four
participating universities in Phase 1 of this project. These implementation strategies are
described in detail in Section 8 of this report.

In addition to the strategies adopted by the various universities involved in the project,
this project replicated several components. These were: the Leadership Retreat, the
on-going national planning meetings (face-to-face, via teleconference and via video)
and the Roundtable that were fundamental in the original project.
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7.0 Faculty Scholar Model at Each Participating Institution

At Flinders University the Faculty Scholars were appointed by their Executive Deans.
There are four faculties at Flinders and in two of them the Executive Deans called for
nominations and then chose from the people who self-nominated. In the other two
faculties the Executive Deans themselves nominated who would be the Scholar for
their Faculty. We believed that this nomination process was important to ensure
support from the highest level of each faculty. Major support was provided by the
project facilitator who met regularly with the scholars to discuss problems and issues
that they were facing. We began meeting before the first Leadership Retreat to discuss
what each of the scholars was going to undertake for their assessment project. Directly
after the retreat | asked each scholar if they would like an individual mentor and one of
them decided to take up this option. At this stage all Scholars refined their project plans
and presented them to the DVC (Academic) and the steering committee.

Throughout the project all of the scholars experienced some difficulties undertaking
their work. One of the scholars had a long period of leave and then became ill, the
three others had already arranged to have conference leave to attend international
conferences and were away for some time during the year. It was testament to their
commitment that the projects were undertaken and completed.

Throughout the year, the scholars were supported in their project work and leadership
capability building through regular meetings with the project leader. The scholars were
given additional support and advice through two meetings with the DVC (Academic), a
meeting with their relevant Head of Teaching and Learning and a meeting with the
scholars from the previous year. As well as formal meetings the faculty scholars
decided to meet together informally and set up regular ‘coffee’ meetings. All but one of
the scholars participated in the Leadership Residential and found that this laid a good
foundation for their future participation and networking.

The scholars’ formal participation culminated in their leadership and management of
the National Roundtable on Assessment. This year the outcomes of their projects will
be documented and a website established to promote their work.

At La Trobe academic staff interested in becoming a Faculty Scholar to develop their
leadership capacity in learning and teaching took part in a competitive application
process. One faculty scholar per Faculty was selected by the University's ALTC
Distributive Leadership Project Steering Committee, and selection included
consideration of the strategically aligned, budgeted, and Faculty-endorsed project each
applicant had proposed for assessment practice improvement within their faculty or
school. On completion of leadership training the new scholars refined their project
plans and formally presented these to the Steering Committee. Funding was provided
to each scholar to support project progression over the first six or more months, when
the most intensive time commitment would occur, even though the projects were likely
to continue beyond this time.

Over the next seven months the scholars were supported and encouraged in both
project work and leadership capability building in several ways. The project facilitator
acted as a support and resource to the scholars, meeting with the scholar group
regularly at formal and informal ‘coffee’ meetings twice monthly throughout the year.
The scholars managed these meetings, and they also networked regularly with the
scholars across the partner institutions via email, and video- conference.
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Monthly meetings with a Strategic Leadership Coach from the university senior
executive, for group coaching/mentoring, ensured two-way information flow about
change initiatives, and leadership.

Optional additional support was made available to each scholar in the form of individual
mentoring with a senior academic who was also a member of the Steering Committee,
and meetings or communications with past scholars whose projects had dealt with
similar issues and/or disciplines were suggested as opportunity presented.

The scholars’ formal participation culminated in their organisation and delivery of the
National Roundtable on Assessment. They completed the university requirements by
presenting their project findings to their Faculty and the Steering Committee and
running an assessment workshop during the La Trobe Learning and Teaching
Colloquium.

Each scholar took part in the required activities, and participated in optional
opportunities that suited their need and disposition. However, their project
implementation and presenting the National Roundtable provided the driving focus that
gave all aspects of their engagement relevance.

Upon invitation from Heather Smigiel at Flinders, JCU was pleased to become part of
the project and called for applications for staff interested to become Scholars.
Nominations were received and one Scholar appointed from each of the four Faculties.
Coordination meetings were held and the project introduced.

Scholars began work on their assessment projects. It became clear early that not all
scholars were going to have the same experience. Not all were able to organise a buy
out from teaching as had been intended. One scholar was unexpectedly drawn in to
taking on the role of acting Associate Dean in teaching and learning, which severely
impacted on the times available, so the assessment projects developed at different
pace. Recognition of the scholars by senior management also took time to organise.
Teaching and learning at JCU has often depended most on the efforts of individual staff
and this became the pattern also for the Scholars, who apart from input from the
Project Coordinator in the Academic Support Unit and the Associate Deans, found
themselves working individually.

The first project meeting at Macedon helped to provide a sense of the group and made
the scholars here value the cross institutional framework. Two of the scholars began to
produce some real outcomes from their work, undertaking leadership roles around
assessment in their faculties and schools. Another of the scholars worked equally hard
but found it difficult to get support across the faculty. The fourth was already in a
leadership position and was engaged across a broad front, with the assessment project
only one part of his role.

The preparation for the first roundtable lagged a little as the participants were still
working out their own commitments, it seemed, but the JCU scholars provided good
input and played a strong role in the preparation and substance of the day, which
everyone who patrticipated from here felt to be very worthwhile. The Chair of Academic
Board from JCU came to the Roundtable and was most impressed. Work on
assessment projects continued, with regular coordination meetings, and the work has
fed into the curriculum renewal process at JCU. The support of the SDVC has been
strong and JCU will support scholars for a further year from JCU funds. Existing
Scholars have been keen to renew their commitment and continue with their work.
Increased leadership opportunities within the organisation have arisen for them.
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The first year of the project provided experience which will feed into the second year.
Involvement in the project in the first year really was a trial for how to undertake it more
fully within the culture and processes of this institution. The involvement of mentors and
Head of School/Faculty support, which was not a strong feature here, will now develop
more strongly. The project has demonstrated to the University that leadership from
within the academic staff can be achieved and can significantly add to the way JCU
enhances its teaching and learning practices.

The University of Canberra, through the Director of the Teaching and Learning Centre,
Helen Carter, welcomed the opportunity to become a cascade partner in this ALTC
Distributed Leadership Project. The application process and forms from the GREEN
site at the University of Wollongong (A report on leadership for capacity development)
were slightly adapted and advertised through all faculties in early December 2008.
There was also a very clear strategy for deans of faculties to nominate their respective
faculty scholars based on faculty strategic priorities. Ideally, a longer lead-time for the
application process would have been desirable, given end-of-year assessment / exams
running into annual leave. Following the application process, three faculty scholars
were selected at the University of Canberra and details of their projects are available in
Appendix C.

For a new cascading partner, the ethos, traditions and project scope of the distributed
leadership program, as well as the initiation into the network of faculty scholars, were
first experienced at the Macedon retreat. While the scholars had broadly
conceptualised their projects, it was through the various sessions and peer-review of
presentations at the retreat that their projects were fine-tuned. Trish Milne, Deputy PVC
(Education) and Helen Carter (Director of the Teaching and Learning Centre) attended
the Macedon retreat on the final day, contributing to the reviews and becoming aware
of how the program could be implemented at the institutional level.

During 2009, there were meetings with the DVC (Education), the Deputy PVC
(Education), the Director of the Teaching and Learning Centre and the Project
Facilitator. The Moodle website for the project, ALTC: Distributive ALTC: Distributive
Leadership (DL) Project Leadership Project, was created by UC Scholar, Andrew
Read, after the Macedon retreat and it contains resources, links, forum discussions,
photographs and minutes that capture various phases of the project, especially the
lead-up to the National Roundtable on Assessment.

The three UC scholars reported on their projects to Academic Board at the University
of Canberra on 9 November 2009 and proposed:

the adoption of this model at UC;

an allocation of $8,000 project funding per scholar;

travel to and networking with other universities; and

that the project be related to the University’s signature themes.

At the Academic Board presentation, the three faculty scholars strongly endorsed the
DL program. Like most academics, the UC scholars had significant workloads and
juggling these through the course of this project was always challenging. Only two of
the scholars were able to attend the National Roundtable on Assessment and the 2010
National Leadership Roundtable. A highlight in terms of impact of the program at the
University level was UC scholar Laurie Grealish’s off-campus retreat and follow-up
initiatives of academics in the Faculty of Health working on assessment issues in
clinical assessment and work integrated learning. For all of the faculty scholars, this
program offered a perspective on leadership and assessment rarely accessible just
within the university and it remains a positive and ongoing experience.
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8.0 Evaluation of the Faculty Scholar Model

In Phase 2 of this project, the effectiveness of the Faculty Scholar Model and the
consequent leadership outcomes for the scholars from the two projects spanning from
2007-2009 were evaluated. Evaluation questions were formulated (refer to Appendix
B), conducted and collated by the external evaluation consultant. The scope of the
evaluation questions on the Faculty Scholar Model of leadership development was built
upon:

planning and implementing an authentic faculty-based action learning project;
access to leadership resources and leadership training;
individual mentoring by a senior academic mentor and by experienced faculty
scholars (optional);

e project support by the Project Facilitator and group mentoring by a DVC / PVC
(Education / Academic) or equivalent;
intra-institutional and cross-institutional networking among faculty scholars; and
being a mentor to novice faculty scholars (optional); and
planning and presentation of a National Roundtable.

Survey questionnaires were sent out electronically earlier this year and responses were
collated and analysed by the evaluator. A summary of the combined responses were
presented at the National Leadership Roundtable held on 26 March 2010 in Melbourne.
All past and present faculty scholars, project leaders and facilitators as well as some
key stakeholders involved in the project and project leaders of other distributive
leadership projects had been invited.

The following 12 key messages were drawn from the evaluation responses received
and were presented and discussed at the National Leadership Roundtable in March
this year:

e success in project implementation was critically dependent on the level of
support the individuals received,

¢ individual needs and the level and quality of support provided depended on the
particular context, people, institution; that there is no ‘one size fits all’ model;

e the support provided by faculty scholars in the same year to each other was
particularly effective;

e the support provided by project facilitators was highly valued and critical to the
success of many projects;

e public acknowledgement of the work of the faculty scholars within their
institutions was important;

e many participants appreciated being able to publicly identify with teaching and
learning the project had positive outcomes for many of the Faculty Scholars in
terms of planned future engagement with teaching and learning;

e mentoring by a senior academic, a key element of the faculty scholar model,
was rare;

e mentoring and support by experienced faculty scholars was non-existent which
raises serious questions about the ‘cascade and perpetual effectiveness’ of the
faculty scholar model,
being a mentor to other faculty scholars was also rare;
projects that are not part of the ongoing strategic work of departments and fully
supported by the institution are problematical,

e expecting collaborative engagement on projects from colleagues may be
unrealistic; and

e academic work that does not come under a framework of project management
presents a serious implementation problem.

Practical issues and considerations emerging from these key messages were
discussed at the roundtable. A separate independent evaluation report is currently
being prepared by the evaluator and will be made available online.
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9.0 Sustainability

The project clearly demonstrated the value of the Faculty Scholar approach of
engaging the participants with an authentic project in a supportive environment.
Certainly participants valued this aspect of the program and the opportunity the project
gave them to step outside their normal role in their institution and take on a leadership
role.

Working with a group of fellows across the university was highly valuable for
understanding the different ways that faculties worked. The [institution] wide project
helped me understand the processes required to lead change — and the politics
involved (including some really useful experience on how to deal with the latter). The
project also gave me exposure as a potential leader in T & L. [2007 Faculty Scholar]

| think being forced to look at the big picture as well the detail has improved my
planning abilities. | think also just being involved in processes that enhance your
understanding of the workings of the University give you confidence to undertake
things. [2009 Faculty Scholar]

However, the evaluation of the project showed that there were several crucial design
elements that would impact on future sustainablility:

1. The type of support provided to individuals under the Faculty Scholar model
depended on the particular context, people, institution etc. While this is a potential
strength of the model in terms of its flexibility, it does mean that critical elements,
e.g. mentoring, might be missing in a particular institutional context for an
individual. The success of the model is dependent on a number of different
elements being put in place.

I think it is a useful model but its success depends heavily on support —
mentoring, faculty support, institutional support etc. The ability to deliver these
things will differ from institution to institution, faculty to faculty. [2007 Faculty
Scholar]

2. The level of support individuals received from their university and senior staff
varied greatly and this had a major impact on the success of the projects.

| had an excellent relationship with my Head and it was essential to the success
of my project. He trusted me enough to let me run the project on my own, and
handed related responsibilities to me as the year went on. We are still working
together on the outcomes of the project. [2008 Faculty Scholar]

3. The support provided by Faculty Scholars in the same year to each other
was a particularly effective aspect of the project.

Mutual support amongst the [institution] Faculty Scholars was the single biggest
prop during this confusing time. [2007 Faculty Scholar]

We networked throughout the year and plan to continue to do so. It was an
invaluable form of support and | see them now as valued colleagues and friends
— yet they are staff members | probably would never have met otherwise as they
are from areas of the university | have little/nothing to do with.
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I've learned a great deal from them and value their support. [2009 Faculty
Scholar]

4, The support provided by Project Facilitators within institutions was highly
valued and critical to the success of many projects.

I am full of praise for my Project Facilitator. She was encouraging and followed
things through. [2008 Faculty Scholar]

Our facilitator was excellent. We were reminded about upcoming events, there
was a forum to clarify and discuss any concerns, and a feeling of support in a
spirit of fun. [2009 Faculty Scholar]

5. Institutional acknowledgement of the work of the Faculty Scholars within their
institutions was important and many participants appreciated the opportunity the
projects gave them for being able to publicly identify with teaching and learning.

The role gave me an opportunity to negotiate with colleagues in a way that |
would not normally. | also got to speak in forums (high level university
committees, workshops, etc.) | would not normally have spoken to. [2009 Faculty
Scholar]

6. Systemic mentoring was not common and in most cases was ad hoc. This included
mentoring by a senior academic and mentoring by experienced Faculty Scholars
and raises serious questions about the ‘cascade and perpetual effectiveness’ of the
Faculty Scholar model. Being a mentor to other Faculty Scholars was also rare.

| was allocated a mentor and had only one meeting at which he was not
particularly helpful and made it clear he wasn't all that interested in meeting, so it
was very disappointing. [2009 Faculty Scholar]

| had a problem there as the chosen mentor was highly discouraging. | took no
notice of her lack of enthusiasm and negative comments and continued merrily
on my way! [2008 Faculty Scholar]

7. Projects that were not part of the ongoing strategic work of departments
were difficult to implement within the timeframe of the project and the
implementation of many projects would have benefited from coming under a formal
process of project management with participants receiving guidance of project
management

Obtaining time release from teaching proved much more difficult than anticipated.
It can take lengthy pre-planning to find substitutes for teaching and management
roles. For the same reason it was difficult to get colleagues to set aside time to
commit to participation in the project. [2008 Faculty Scholar]
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8. Securing collaborative engagement on projects from colleagues, a key component
of the Faculty Scholar model was a significant challenge for most participants.
However, it must be recognised that this represented one of the key learning
experiences of the project and even if participants were unsuccessful in securing
support from colleagues, they became aware of the complexities of engagement
and communication with university organisations.

Trying to get buy in from academic staff within my university is always
challenging. They are overworked and even small surveys they are hesitant to
take on so | needed to reach out to them all in person as only one answered the
survey by email. [2009 Faculty Scholar]

While there was a lot of interest and goodwill, people wanted to discuss more
than do. Only a couple of senior staff were involved in the faculty group and they
tended to step back which limited the group’s ability to take action. [2009 Faculty
Scholar].

Sustaining distributive leadership in learning and teaching:
cascade and perpetual effectiveness of the faculty scholar model 25

QOO

oY o P~



10.0 Dissemination

The outcomes from the two phases of this project were disseminated to the wider
academic community mainly through the two national roundtables:

This roundtable was held on 16 September 2009 in Melbourne. It was primarily
facilitated by the 2009 scholars and the project team. It aimed to bring together higher
education decision-makers and key teaching academics to examine the challenges
associated with academic renewal and explored how innovative assessment practices
could help to drive curriculum change. In response to the Review of Australian Higher
Education (Bradley 2008) and other factors such as the increasing diversity of
university students and the emergence of new technologies for teaching and learning,
many universities are undergoing a process of academic renewal.

The Roundtable presented and discussed some of the innovations in assessment and
featured discussion forums around five key themes:
e Curriculum Renewal;
Standards;
E-Assessment;
Social Justice; and
Workload.

The faculty scholars also presented their faculty-based action learning projects’
findings in an interactive poster session at the roundtable around the following themes:

e Strategically Designed Assessment Shapes Effective Approaches to Study by
Helen Anscomb (James Cook University)

e Progressing Assessment Across Year Levels by Karen Burke Da Silva (Flinders
University)

e Action on Academic Integrity: Aligning Assessment Practices and Policy by
Julianne East (La Trobe University)

e Alignment — Learning Outcomes, Learning Experiences and Assessment by
Laurie Grealish (University of Canberra).

e Assessment Driving Curriculum by Maree Dinan-Thompson (James Cook
University)

e Redesigning Assessment for Large First Year Subjects in Social Sciences by
Helen Lee ( La Trobe University)

e Integrating Graduate Attributes Development with Student Performance
Assessment Tasks: The Role of an E-Portfolio by Lester Jones (La Trobe
University).

Writing Skills in First Year Science by Tania Blanksby (La Trobe University)
Assessment of Numeracy in the BSc by Shaun Belward (James Cook
University)

Making Assessment ‘Real’ by Meryl Pearce (Flinders University)

Assessing the Quality of our Graduates: A Holistic Model by Stephen Naylor
(James Cook University).
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e [Essay-based Assignments in Business Degrees: Improving Outcomes for
Students and Staff by Andrew Read (University of Canberra)

e Improving the Effectiveness of Feedback to Students on Assessed Work by
Craig Taylor (Flinders University)

e Providing Guided Feedback by Jan Thompson (Flinders University).

Details of the posters can be found in Appendix C.

10.2. The National Leadership Roundtable, Sustaining Distributive
Leadership in Learning and Teaching: Cascade and Perpetual
Effectiveness of the Faculty Scholar Model

This second roundtable was held on 26 March 2010 in Melbourne. It was facilitated by
the external evaluation consultant; he presented the outcomes derived from the
evaluation and facilitated further discussions on the nature and effectiveness of
leadership development in learning and teaching in higher education and the possible
future role of the faculty scholar model and the distributive leadership framework.

It was a good way to draw the project to a close and helped me to reflect on what | had
achieved and how | had developed important skills. [Feedback response from a
delegate at the roundtable]

A total of 36 delegates attended this roundtable comprising scholars from the three
cohorts; project leaders and facilitators from both projects; steering committee
members from participating institutions; institutional leaders and senior executives who
has played a role in both the projects; and project leaders from other distributive
leadership projects.

10.3 Other dissemination

Within the participating institutions, dissemination occurred across faculties through the
action learning project outcomes of the faculty scholars and through institutional
workshops, faculty-based activities, reports to senior management, websites,
conference presentations and publications.

The outcomes of this project will also be shared more formally through publications and
conference presentations.
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11.0 Links between this Project and Other Projects

Additional cascades to two new partner institutions in Stage 1 allowed further testing
and development of the faculty scholar model framework established in the Distributive
leadership for learning and teaching: developing the faculty scholar model (LE6-9)
project.

In Phase 2 the experiences and leadership outcomes of the scholars who participated
in this earlier project (LE6-9) were evaluated along with the more recent Phase 1
scholars.

This enabled consideration of the effectiveness of the scholar experience across six
institutions and three scholar cohorts, from 2007-2009, and provided insight on the
value of one, two and some three year engagements within a distributive leadership
context, for the individual and their institution.

The faculty scholar approach to the development of capacity and capability for
leadership used in this project will form part of the study in the Lessons learnt:
identifying synergies in distributed leadership projects (LE9-1222) project as it explores
the implications for institutions using distributed leadership approaches within less
formally defined structures.
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12.0 Conclusions and Recommendations

A feature of the Faculty Scholar Model was the multifaceted nature of the support that
was provided and this gave an opportunity to explore which elements were particularly
effective for this group of academics. It was apparent from the participant feedback that
the combination of working on a real project and the support that came though
networking with other participants from the same and other institutions was a very
powerful source of personal and professional development.

The networking gave me the biggest boost to my leadership skills. 1 have met
people with similar views and have been able to form partnerships with some of
these people to write proposals and obtain grants. These grants have at the heart
of them, leadership components, in projects aimed at improving teaching and
learning outcomes for various student cohorts in the tertiary sector. [2009 Faculty
Scholar]

I think the reflective part of the program has been most beneficial to my
leadership, | have sometimes been seen as a one man band (a bit driven) so it
has been good to look at other models to achieve enduring results within
organisations. [2009 Faculty Scholar]

These comments are in line with what is known about how professionals learn and
offer insights into how professional development programs for academics in our
universities might be reconceptualised. As is the case for students’ learning, the
comments emphasise the social nature of learning in a professional context.

For many of the participants, involvement in the Faculty Scholar project had significant
personal impacts in terms of both their involvement in learning and teaching issues
within their institution and for their own professional plans and aspirations.

For some participants this took the form of being given the opportunity to take on a
leadership role in teaching and learning in their institution.

[Dluring the time of the project, | was seconded into the ADU. With the departure of
both Director and Dep Director, | moved into the leadership team after approximately 6
months. | now hold the position of co-Head. [2007 Faculty Scholar]

It was the first step to establishing a teaching and learning leadership in my school, and
I am now Associate Head (Teaching and Learning). [2008 Faculty Scholar]

| became Associate Dean Academic for my Faculty halfway through my Scholar
project. Interestingly [Institution] began a University-wide curriculum reform project in
the second half of 2008 so the experience of project leadership and networking was
immediately put to the test for me. [2008 Faculty Scholar]

[I was] involved in guest speaker spots in T&L events, taking on a course coordinator
role. [2009 Faculty Scholar]

For other participants the project resulted in a strengthening of their interest and
commitment to teaching and learning.

Before being a Faculty Scholar | was interested in teaching and learning research and
never really got into it. Now | am finding myself spending about 1/4 of my research time
on it, and attempting to publish in educational journals. [2008 Faculty Scholar]
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I am more determined to take a teaching and learning path — and want to show
leadership in that area. There are significant challenges ahead in how we deliver our
product, and there needs to be a large effort in research into ways to optimise that.
[2009 Faculty Scholar]

I will now aim to get to Associate Professor through a teaching pathway. Rather than
spread myself across too many different aspects of being an academic | would like to
concentrate more on the T & L component. As a result of being the FS | have also
enrolled in a Postgraduate certificate in Tertiary Education and am part way through my
final topic. [2009 Faculty Scholar]

That the faculty scholar model be further developed and evaluated as an alternative
professional development model for teaching and learning.

That each faculty scholar be required to lead a teaching and learning project that links
with departmental and/or institutional priorities

That faculty scholars be coordinated by a project leader.

That throughout the life of their project faculty scholars are offered networking
opportunities regular meetings in order to present on aspects of their project.

That systems are established to ensure high level support from senior staff in the
university, including relevant heads of school/department.
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13.0 Evaluation

Professor John Dearn from The Australian National University conducted an
independent evaluation of the project in the first half of 2010. The external report aimed
to ‘Evaluate the outcomes for leadership scholars from 2007-2009 in relation to the
development of leadership capacity to ascertain the appropriateness and sustainability
of the model'.

The method of evaluation was through both examination of the project documentation
and Faculty Scholars questionnaire feedback that can be found in Appendix B.

13.1 Major findings

The major findings from the evaluation focussed on whether the participants
experienced elements of the model and their perceptions of the effectiveness of those
experiences.

All 40 Faculty Scholars were invited to respond to 17 open-ended questions, and 26
responded. The evaluation particularly related to the prospect of sustainability of the
model.

1. Scholars were validated through professional development of working with a
network of colleagues engaged in the activity of a genuine institutional teaching and
learning project.

2. In a supportive environment, the Faculty Scholar Model can provide effective
professional development.

3. The sustainability of the model and the process of cascading over time are limited
by the goodwill of staff mentoring outside normal work responsibilities.

4. Effective elements of the model need to be built into the ongoing operations of
universities and embedded into their processes, funding, staffing and systems.

5. Authentic learning and teaching projects produce real and practical outcomes rather
than contrived results.

6. The project’'s effect on participants’ commitment to their own teaching was
impressive where participants in the project expressed the view the Faculty Scholar
Model bestowed a legitimisation for the scholarship of learning and teaching.

7. The model in the project of providing leadership for early career academics
harnesses talent and creativity that can be used to further inform development of
staff teaching in higher education.
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Appendices

Appendix A — Literature Review

Reference material

Keywords and style; brief relevant content and findings; implications

Anderson, A., Scott, G. & Coates, H. (2008). A
tight balancing act: Leadership challenges for
University Heads, Higher Education Research,
ACER. Accessed May 4, 2010 from
http://research.acer.edu.au/higher _education/5

Keywords: leader development, leader roles, higher education.
Style: literature review, sector-wide surveys (134) & analysis of outcomes of workshops sharing results.

Findings: The analysis found that Heads of School/Department are at the centre of complex relational interfaces between
academics, students, central administration, and external entities and support agencies, in which they have to ‘manage’
both up and down. Although perceived as taking a backward step in an academic career, these leaders are critical to
change efforts in higher education. Their leadership development is mostly ad-hoc and done on-the-job. Sharing of the
experiences of their ‘fellow travellers’ (i.e the large-scale survey results) helped leaders to contextualise their leadership
position and experiences, and to identify and understand conditions that may help or hinder their effective practices. An
online leadership development tool is being developed.

Implications: For succession practices in higher education.

Bennett, N., Wise, C., Woods, P., & Harvey, J. A.
(2003). Distributed leadership: Full report (A
review of the literature). National College of
School Leadership, Nottingham, UK. Accessed
May 3, 2010 from
http://forms.ncsl.org.uk/mediastore/image2/ben
nett-distributed-leadership-full.pdf

Keywords: distributed leadership, boundaries, organisational culture, informal networks, groups, trust

Style: literature review
Findings:

e A broad conception of distributed leadership, and little agreement as to its definition, but did identify three
common characteristics:

e “An emergent property of a group or network of individuals”, as defined by Peter Gronn, that occurs as a
consequence of cooperative action through interpersonal relationships.

e Many more people are involved in the leadership activity than traditionally assumed & it is not linked to formal
position.

e The group provides a culture of support and trust, and with the variety of expertise & the number of people
involved it enables development of initiatives from across an organisation and improvement by others.

¢ No empirical data on the effectiveness of distributed leadership.

e Itis not just a different leadership practice model, but provides a way of thinking about leadership that challenges
assumptions about the nature of leadership and the social and cultural context within which it is occurs.

Issues arising are that thinking of leadership as an outcome of a team culture in an organisation and not bound by formal
roles may mean that distributed leadership cannot be mandated into existence, trust and openness are required
components, the wider community may have a role in these teams, and senior staff may need to ‘let go’ of some authority.

Implications: Scope & reach of leadership development should be broadened to include staff from many levels of the
hierarchy and teams of staff; enhance their ability to accurately analyse situations and determine the possible extent of the
leadership community, and degrees of autonomy & control within it; and, attend to issues of organisational culture and
cultural change, and improve teamwork & conflict resolution skills across the organisation.

Bolden, R., Petrov, G. and Gosling, J. (2009).
Distributed Leadership in Higher Education:
Rhetoric and Reality, Educational Management

Keywords: blended, collegiality, emergent, managerialism, power, shared.

Style: 152 in-depth interviews, workshops
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Reference material

Keywords and style; brief relevant content and findings; implications

Administration & Leadership, 37:2, 257-277.
Accessed May 10, 2010 from business-
school.exeter.ac.uk/documents/discussion_pap
ers/management/2007/0719.pdf

Findings: Research into how “distributed leadership' is enacted in 12 UK universities revealed common experiences in the
institutions and identified two main approaches: the more dominant ‘devolved’ approach, with top-down influence, and the
lesser reported ‘emergent’ approach, with bottom-up or horizontal influence.

Different manifestations of distributed leadership found:

« Formal: e.g. devolution of financial and administrative authority to schools and/or departments.

« Pragmatic: e.g. negotiating the division of responsibilities between roles such as VC and DVC or HOS and Deputy HOS
« Strategic: e.g. appointment of people from outside the university to bring in new skills, knowledge and contacts.

« Incremental: e.g. progressive opportunities for experience and responsibility.

« Opportunistic: e.g. people willingly taking on additional responsibilities within and outside the university.

« Cultural: e.g. leadership is assumed and shared organically such as in the development of a collaborative research bid.

Although distributed leadership was seen as potentially useful in alleviating tensions between ‘managerialism’ and
‘collegiality’, it was not deemed as any more useful than ‘leadership’ as a framework for understanding the nature of
leadership practice in the institutions.

Implications: A suggested possibility of use of distributed leadership to disguise underlying dynamics of power and
influence within a university, and mask creeping managerialism.

Day, C. (2009). Building and sustaining
successful  principalship in  England: the
importance of trust, Journal of Educational
Administration, 47:6, 719-730. Accessed May
5, 2010 from www.emeraldinsight.com/0957-
8234.htm

Keywords: Principals, trust, leadership, United Kingdom, schools
Style: multi-site international research, interviews, longitudinal study, cross-referenced data

Findings: “The data show that this principal exercised trust in such a way that it was broadened, deepened and embedded
over time. The data suggest that educational ideals, commitment and trust were important features of his continuing
success as leader and the sustained development of the school.”

Implications: The importance of trust in successful leadership, and the need to create and maintain conditions where trust
is established and strengthened.

Eraut, M. (2009). How Professionals Learn
through Work, Learning to be Professional
through a Higher Education (e-Book). Accessed
May 5, 2010 from
http://learningtobeprofessional.pbworks.com/Ho
w-professionals-learn-through-work

Keywords: professional practice, learning approach, competence, capabilities, higher education
Style: E-Book, summary of insights gained over 20 years of research.

Findings: Basic epistemology of practice in professional work situations is defined as:

¢ Assessing situations (briefly or using a long process of investigation and enquiry) and continuing to monitor the situation;
¢ Deciding what, if any, action to take, both immediately and over a longer period (either on one’s own or as a leader or
member of a team);

e Pursuing an agreed course of action, performing professional actions — modifying, consulting, evaluating and
reassessing as and when necessary; and

e Metacognitive monitoring of oneself, people needing attention and the general progress of the case, problem, project or
situation; and sometimes also learning through reflection on the experience.

Understanding how professionals learn as they go about their everyday work will enable us to determine best approaches
to enable them to develop the capabilities they require. Professional learning may be thought of as taking place along eight
learning trajectories: task performance; awareness and understanding; personal development; teamwork; role
performance; academic knowledge and skills; making decisions and problem solving; judgement.

Implications: Leadership development in academics may need to engage the scholar on each of the 8 trajectories defined
above. Does the Faculty Scholar model do this?
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Reference material

Keywords and style; brief relevant content and findings; implications

Gronn, P. (2008). The future of distributed
Leadership, Journal of Educational
Administration, 46:2, 141-158. Accessed May
4, 2010 from www.emeraldinsight.com/0957-
8234.htm

Keywords: distributive control, distributed leadership, emergent strategy.
Style: review

Findings: Reassesses the significance and operation of distributed leadership via a reinterpretation of findings of three
recent empirical studies, current changes in social sciences’ attitude to small group management, and early distributed
leadership theory. The study reinforces distributed leadership’s contribution to a better understanding of work processes in
organisations but questions how it is seen to align with power and influence, and whether its popularity is based on
expected outcomes rather than reported evidence. He finds distributed leadership to be conceptually distinct from
democratic leadership and suggests that ‘hybrid leadership’ may be a more appropriate descriptor based on recent
leadership analyses.

This work is developed in a book by the same author, Gronn, P. (2008), Hybrid leadership, in Leithwood, K., Mascall, B.
and Strauss, T. (Eds), Distributed Leadership According to the Evidence, Routledge, USA, that presents collected
evidence about the nature, causes, and effects of distributed leadership, and compares various approaches and the
conditions needed for them to be effective.

Implications: The need for reporting of evidence of outcomes from distributive/distributed leadership work, in particular the
outcomes that are observed in and by the wider organisation.

Gunn, C. (2008). Project Evaluation Report —
Distributive  leadership for learning and
teaching: Developing the faculty scholar model
(Stage 1 of final report), Centre for Academic
Development, The University of Auckland, NZ

Keywords: distributive leadership, evaluating capacity development
Style: project evaluation report

Findings: The findings authenticate the design principles and implementation process for the Faculty Scholar Model and
factors that contribute to the leadership capacity development within the higher education sector. Explicit support from
senior executives and ‘real time collaborative project planning and feedback sessions’ are identified as critical success
factors for the capacity development.

Implications: The success of the model is dependent on key variable factors such as institutional support and stability of
leadership.

Harris, Alma, (2009), Distributed school
leadership evidence, issues and future
directions, The Australian Council for
Educational Leaders, Penrith, N.S.W.,
Monograph No 44, 1-23

Keywords: distributive control, leadership, organizational development, organizational change, professional education
Style: literature review

Findings: Considers and analyses the empirical evidence relating to links between distributed leadership and
organisational outcomes, in research literature on organisational change, school effectiveness, school improvement and
leadership. The evidence found shows that there is a relationship between distributed leadership and organisational
change, that there is evidence to suggest that this relationship is positive and that different patterns of distribution affect
organisational outcomes. This suggests that further research about the way in which distributed leadership influences
organisational outcomes is needed.

Implications: Despite the methodological challenges, structured empirical research on distributed leadership is needed to
provide evidence and contribute to knowledge of its effectiveness and scope.
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Harris, A. and Spillane, J. (2008). Distributed
leadership  through the looking glass,
Management in Education, 22:1, 31-34.
Accessed May 4, 2010 from
http://mie.sagepub.com/cqi/reprint/22/1/31

Keywords: distributed leadership, education organisational management, leadership practice.
Style: conceptual paper.

The paper introduces distributed leadership as a contemporary and popular idea of leadership, noting that there is some
evidence of simple instantiations positively influencing organisational culture and outcomes. The many different
interpretations of distributed leadership in the literature are considered to be one of its limitations. At a minimum it provides
an analytic frame for analysis and understanding of leadership practice, but further investigation and empirical evidence is
required to inform judgement on the value of this form of leadership and its further consideration. The evidence is
emerging but will take time, as seen in the editorial of the same title, Harris, A. (2008) Distributed leadership through the
looking glass (Editorial for Special Issue), Journal of Educational Administration, 46:2, 141-256.

Implications: Potential for use in effecting organisational and cultural change in Universities. Collection and reporting of
empirical evidence of the value of distributed leadership is essential.

Hargreaves, A. and Fink, D. (2008) Distributed
leadership: democracy or delivery? Journal of
Educational Administration, 46:2, 229-240.
Accessed May 4, 2010 from
www.emeraldinsight.com/0957-8234.htm

Keywords: distributed leadership, democracy, networking, distributive control, educational change, Finland, England,
USA..

Style: conceptual paper.

Findings: Discusses the nature and benefits of lateral approaches to educational change, providing information on
developments in distributed leadership. It presents distributed leadership as operating “as a network of strong cells
organized through cohesive diversity and emergent development rather than mechanical alignment and predictable
delivery.” and investigates if “these lateral strategies are being used to extend democratic public and professional
involvement in developing the goals and purposes of education or whether they are being primarily used as motivational
devices to re-energize a dispirited profession into producing more effective and enthusiastic delivery of imposed
government performance targets?”

Implications: Raises the question of whether distributed leaders may be useful change agents in learning and teaching in
higher education, promoting and energizing the learning and teaching agenda and highlighting achievements.

Kayrooz, C., & Fleming, M. J. (2008) Distributed
leadership: Leadership in context. UNESCO-
APEID International Conference: Quality
Innovations for Teaching and Learning,
Thailand, Dec 2008, 1-11. Accessed May 4,
2010 from
http://www.unescobkk.org/fileadmin/user_uploa
d/apeid/Conference/12thConference/paper/Car

ol_Kayrooz.pdf

Keywords: distributed leadership, networking, distribute power, educational context, collaborative culture, institutional
structure.

Style: review, discursive, conceptual.

Findings: Traces the concept of distributed leadership in education back to situation-specific psychological theories
developed in the mid twentieth century, describing it as a “focus on collaborative action towards a goal, arising naturally,
and passing between one and the other as the situation changes”. The systems needed for concerted action, a culture of
interpersonal synergy, and structures to regularize the distribution of power, are described as the key components required
to foster distributed leadership. Asserts that distributed leadership’s resurgence is due to “an ageing demographic, skills
shortages and succession crises”, and describes it as being essential to addressing the educational challenges of the
twenty first century.

Implications: Supports the need for staff development and support in collaborative work.

Kayworth, T. and D. Leidner, (2002). Leadership
Effectiveness in Global Virtual Teams, Journal
of Management Information Systems, 18:3, 7-

Keywords: distributed leadership, collaboration technology, communication systems, computer-supported, cooperative
work, virtual teams, mentoring.
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Reference material

Keywords and style; brief relevant content and findings; implications

40. Accessed May 18, 2010 from
http://uainfo.arizona.edu/~weisband/distwork/le
adership.pdf

Style: multi-site international research, team member surveys

Findings: The study researched one class of distributed leadership, being leadership from a physically remote location and
using only technological means of communication (e-mail, web-based).

Analysis of data on virtual team leaders’ styles in thirteen culturally diverse global teams in virtual settings across Europe,
Mexico, and the US suggested that effective team leaders are able to deal with inconsistency and behavioural complexity.
They provide regular, detailed, and prompt communication with virtual team members, clarify responsibilities quickly, act
as mentors and are highly empathetic toward team members, and assert their authority without being perceived as
overbearing or inflexible.

Implications: Behaviours of leaders of virtual teams appear consistent with those required in face-to-face distributed
leadership. This is relevant in multi-campus institutional structures, where limited face-to-face communication is possible.

Lefoe, G. & Parrish, D. (2008). The GREEN
report: Growing, Reflecting, Enabling,
Engaging, Networking. The development of
Leadership Capacity in Higher Education.
Accessed May 4, 2010 from
http://www.uow.edu.au/cedir/DistributiveL eader

ship/

Keywords: distributive leadership, leadership skill development, higher education, Australian institutions, mentoring,
change, assessment, reflective practice, socio-cultural context, learning & teaching, networks.

Style: multi-site research, literature review, implementation and analysis of leadership capacity development framework
over two year period across four Australian higher education institutions, participant evaluations.

Findings: A distributive leadership framework for teaching and learning was trialled within and across four Australian higher
education institutions, and evaluated for relevance and validity in developing leadership skills and capacity. The factors
found to be critical to leadership capacity development included:

o formal leadership training and professional development activities;

¢ authentic learning activities that are situated in real contexts;

e engagement in reflective practice and opportunities for dialogue about leadership practice and experiences; and

e activities that expand current professional networks.

The distributive leadership approach adopted was through strategic development of potential leaders starting from different
levels in their academic careers, on the national arena, and within their university and faculty. Greatest achieved where:

e roles and responsibilities are negotiated rather than delegated

e individual strengths and abilities were used, irrespective of formal position

e an individual could undertake an informal leadership role, assess and develop their capabilities, before they started a
formal leadership role

Implications: The necessary aspects of leadership professional development are indicated; effectiveness of a distributive
leadership in a higher education context.

Ling, L.M. (2009) Induction: making the leap,
Research in Comparative and International
Education, 4(1), 87-96. Accessed May 20, 2010
from http://dx.doi.org/10.2304/rcie.2009.4.1.87

Keywords: professional, leadership, new teachers, collegial, induction, mentoring, culture, critical reflection, innovation,
change and renewal, student outcomes, Australia, Pacific Rim countries.

Style: Scholarly, conceptual paper, documentary evidence used.

Findings: “Provides a critical examination of a variety of approaches to induction focusing especially upon Australia and
other Pacific Rim countries. The question of the purposes induction serves for graduate teachers, experienced teachers
and education systems is addressed in terms of whether it is a technical exercise which preserves the existing teacher
culture, or whether it is a means to critically approach teaching as a profession and to bring about change and renewal. In
an era where the local and the global intersect to bring about globalisation, it is suggested here that new approaches to
induction are required which do more than preserve the status quo or which are narrowly about understanding and official
knowledge of the existing systems.”
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Reference material

Keywords and style; brief relevant content and findings; implications

A new approach to teacher induction is proposed in which mentoring by experienced teachers and “open dialogue
between all (these) groups and stakeholders has the potential to redefine what constitutes the work of teaching”; new
teachers may be the agents of change in the teaching profession through use of “the innovative ideas, latest theoretical
understandings, novel and contemporary teaching and learning approaches, enthusiasm and drive, and critical and
reflective approach to both the system and to their own work” they bring with them.

Implications: This latter induction model shares the conception of new teacher (or scholar) as a change agent in learning
and teaching with the Faculty Scholar Model. However, rather than presenting individual mentoring as an option, it is a
required component of the induction model, is more structured and entails contribution and learning by both mentor and
mentee.

Ramsden, P., Prosser, M., Trigwell, K. and
Martin, E. (2007). University teachers’
experiences of academic leadership and their
approaches to teaching. Elsevier: Learning and
Instruction 17, 140-155. Accessed May 20,
2010 from
http://dx.doi.org/10.1016/j.learninstruc.2007.01.
004

Keywords: academic leadership, approaches to teaching, higher education, context of teaching and learning, student
learning outcomes, Australian universities.

Style: research study, surveys (439) across 4 broad discipline areas in 11 Australian universities, structural models
developed and tested, no control group.

Findings: Investigation of lecturers’ experiences and perceptions of the academic context and leadership where they work,
and into the approach they take in teaching a large first year subject, resulted in the development of an empirical model of
the relationship between departmental leadership and management and student learning. The model highlights evidence
of direct relationships found between university teachers'

e perceptions of the leadership and management of teaching at the departmental level and their perceptions of collegial
support for student learning at the departmental level,

e perceptions of collegial support for student learning at the departmental level and the perceptions of the teaching
context for the teaching of individual subjects.

e approaches to teaching and their perceptions of leadership of individual subjects and their perceptions of the context
for teaching.

e approach to their teaching and the way their students approach their learning.

The model suggests that “practices of academic managers, and in particular heads of departments, are critical to the
development of a collegial commitment to student learning”, and that “a focus on students and their understanding — and
not only a commitment to teaching —appears to be associated with approaches to teaching which enable more effective
student learning.” Further, variations in teaching quality may be “associated with teacher perceptions of the academic
environment, and this environment is at least partly determined by the management and leadership practices of academic
managers.”

Implications: Supports need for professional leadership development of university managers with responsibility for
teaching quality and student outcomes.

Roberts, C., Oakey, D. & Hanstock, J. (2007).
Developing a Supportive Environment for
Teaching and Learning: A case study in a pre-
1992 UK university, Journal of Higher
Education Policy and Management, 29:3, 289 —
302. Accessed May 6, 2010 from

Keywords: Higher Education, curriculum development, teaching quality, student experience, staff development,
scholarship, pedagogic research, reward system, culture change.

Style: Major and micro case study

Findings: The authors use Cowan and Heywood's model of the curriculum development and renewal process to analyse
the organisational change case study in terms of the key internal events that facilitated institution-wide developments in
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Keywords and style; brief relevant content and findings; implications

http://dx.doi.org/10.1080/13600800701457889

the university studied. An environment effective in supporting teaching and learning was created, and included a culture
valuing the scholarship of teaching and learning and pedagogic research, and a supportive environment for its students'
development. The transformation started with grassroots level developments but real progress towards successful
cultural change was not made until these were complemented by management involvement, action and leadership that
forged the development of shared values, vision and purpose across the institution.

Despite having reached Cowan and Heywood's ‘institutionalisation’ level of engagement in this change, challenges
remain both for senior managers and for those supporting teaching and learning in the institution so that the achieved
environment'’s sustainability is uncertain.

Implications: Requirement of senior management involvement in creating an institutional culture and environment to
support effective teaching and learning, also flags the need for their support of leadership in this area; and external
change impacts may make sustainability uncertain.

Robinson, V.M.J. (2008) Forging the links
between distributed leadership and educational
outcomes, Journal of Educational
Administration, 46:2, 241-256. Accessed May
6, 2010 from www.emeraldinsight.com/0957-
8234.htm

Keywords: distributive control, leadership, influence, schools, quality improvement.
Style: Conceptual paper.

Findings: Suggests that the link between distributed leadership and student educational outcomes is not well researched
or documented, and tests this by considering the literature reporting on two conceptions of distributed leadership — the
distribution of the leadership of designated leadership tasks and the distribution of influence processes. They find that few
links are made: changes in student outcomes is generally not considered in research on generic leadership and
organisational theory, and student outcomes-linked research tends to relate to the specific educational tasks performed
rather than the specifics of the leadership that influenced their being performed. Robinson finds that “The linkage requires
more explicit use of the evidence base on the improvement of teaching and learning.”

Implications: Empirical evidence of the impact on student outcomes is required in determining the effectiveness of
distributed leadership in learning and teaching in educational institutions, as education is a key driver for the institutions’
existence.

Scott, G., Coates, H. and Anderson, M. (2008).
Learning Leaders in times of change: Academic
leadership capacities for Australian Higher
Education (Final Report), Carrick Institute for
Learning and Teaching in Higher Education.
Accessed May 4, 2010 from
http://www.altc.edu.au/resource-learning-
leaders-change-uws-2008

Keywords: leader development, academic leadership, emotional intelligence, higher education, Australian institutions.

Style: literature review, sector-wide online survey (513) & analysis of outcomes of review workshops sharing results, both
national (~500) and international (100).

Findings: With a focus on formal academic leadership in different learning and teaching roles in Australian universities, a
comprehensive, evidence-based, profile of effective academic leaders is presented: “.. effective leaders of learning and
teaching in Australian higher education not only possess up-to-date knowledge and skills on the area, they are also
selfaware, decisive, committed, able to empathise with and influence a wide diversity of people, are cognitively flexible,
and are particularly deft at diagnosis and strategy formation.” A number of tactics that may be adopted by leaders to be
used in facing challenges in academic leadership are suggested, such as “Listen, link and lead — in that order”.

The core focus for leadership in the university context is reported to be change management and implementation, so
leaders need to both manage operations well and lead the institution in new directions. Effective leaders “help their staff
engage with and learn how to do necessary change, (and).. also set up an efficient and supportive environment that
fosters productive engagement in such learning”. And, the “approach, attitude and interpersonal strategies found to be
most effective in helping staff make a desired change work closely with those used by the most successful higher
educators with their students”. Is this because change is “a complex learning and unlearning process”?
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Implications: The relevance of emotional intelligence in leader professional development is indicated; and distinction as a
higher educator may be an indicator of leadership potential in higher education.

Southwell, D., West, D. and Scoufis, M. (2008).
‘Caught between a rock and several hard
places’: Cultivating the roles of the Associate
Dean (Teaching and Learning) and the Course
Coordinator, A report for the Carrick Institute for
Learning and Teaching in Higher Education.

and

Southwell, D., West, D. and Scoufis, M. (2008).
‘Caught between a rock and several hard
places’: Cultivating the roles of the Associate
Dean (Teaching and Learning) and the Course
Coordinator, A framework for developing an
institutional leadership in teaching and learning
program.

Accessed May 4, 2010 from
http://www.altc.edu.au/resource-cultivating-the-
roles-of-the-associate-dean-qut-2008

Keywords: higher education, curriculum leadership, leadership theories, teaching quality, induction, scholarship,
organisational structure, organisational culture, change.

Style: multi-site research, literature review & analysis, large ‘Curriculum Leadership Development’ study and program
implementation over two year period across three Australian higher education institutions, surveys and participant
feedback.

Findings: With an emphasis at the system and institutional level, the study considered leadership development needs of
curriculum leaders across multiple levels of leadership, specifically Associate Deans (Teaching and Learning) and Course
and Unit Coordinators, in higher education institutions.

Three enabling conditions for effective curriculum leadership in teaching and learning were identified:

« Strongly supportive organisational culture and conditions;

« Comprehensive induction to, and mentoring in, the role of curriculum leader in teaching and learning; and
« Planned curriculum leadership in teaching and learning development.

The framework developed for building leadership capacity for promotion and advancement of learning and teaching
comprises three sequential and coordinated modules:

« Self-directed induction;

« Surviving and thriving in your teaching and learning leadership role; and

« Change management in higher education teaching and learning, including conflict resolution.

Implications: Identification of the enabling conditions for effective curriculum leadership in teaching and learning (see
above) provides some certainty with respect to the support and developmental needs for new curriculum leaders.

Timperley, H.S. (2008). A distributed perspective
on leadership and enhancing valued outcomes
for students, Journal of Curriculum Studies,
40:6, 821 — 833. Accessed 10 May, 2010 from
http://dx.doi.org/10.1080/00220270802172208

Keywords: distributed leadership, change, leadership practice, organization, analytical framework, educational outcomes,
secondary schools.

Style: Essay review.

Findings: Two books reviewed are Spillane, J.P. (2006) Distributed Leadership. Jossey-Bass, San Francisco, pp 119, and
Spillane J.P. & Diamond J.B. (eds) (2007) Distributed Leadership in Practice. Teachers College Press, New York, pp 193.

Detailed case work is reported on by Spillane et al. The importance of developing layers of organizational routines and
involving staff in the development of the routines so that they may identify with a shared goal is noted and explored.
Leadership ‘practice’, seen as the focus of distributed leadership, “is a more proximal cause of instructional improvement
than leadership roles, processes, or structures” (Spillane 2006:93); this practice encompasses organizational functions
and the interactions of leaders, followers, and their situation. “Spillane explicitly ties distributed leadership to teaching and
learning (Spillane and Diamond 2007: 4) but does not expect leaders to do it alone.” It is suggested that the distributed
perspective has the potential to achieve instructional improvement, as “schools with stronger distributed leadership will
have more staff who are knowledgeable about and take responsibility for the improvement of educational outcomes.”, and
the term ‘instructional leadership’ is equated with this. Also, distributed leadership appears to thrive where workers have
“the capacity and inclination to revise what is to be done, and how it is to be done”.

Implications: A distributed leadership approach is indicated where leadership for improvement of learning and teaching
practice and outcomes is required, and in educational institutions a socio-cultural influence may be at play as teachers
and academics have great capacity and inclination to revise what is to be done, and how, as it is for the benefit of their
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students.

Woods, P.A.(2004) Democratic leadership:
drawing distinctions with distributed leadership,
International  Journal of Leadership in
Education, 7:1, 3-26. Accessed 19 May, 2010
from
http://dx.doi.org/10.1080/136031203200015452
2

Keywords: democratic leadership, democratic agency, distributed leadership, autonomy, structure, influence, teams.
Style: conceptual paper.

Findings: Delineates democratic leadership from distributed leadership, and finds that despite much similarity the former
outstrips the latter: “Democratic leadership grows from a concern with philosophical, political and sociological questions
that surface with the idea of opening the boundaries of leadership, and translating into practice the ideals which form an
integral part of democratic rationalities.” cf. “distributed leadership entails a closing off of such questions and an
unexamined acceptance of dominant rationalities and values" and a “championing of wider leadership boundaries.”

The author posits that despite “escalating interest in distributed leadership within the field of leadership and organizational
studies.”, democratic leadership is better suited for use in educational institutions as “education is essentially a moral
enterprise” and democracy “pervades the structures, relationships and learning of educational institutions in ways that
distributed leadership does not.”.

Implications: Consideration of democratic leadership, as an alternative to distributed leadership, may be warranted for
educational institutions.

Woods, P.A.; Bennett, N. Harvey, J; Wise, C.
(2004) Variabilities and Dualities in Distributed
Leadership: Findings from a Systematic
Literature Review, Educational Management
Administration & Leadership, 32:4, 439-457.
Accessed 19 May, 2010 from
http://fema.sagepub.com/cqi/reprint/32/4/439

Keywords: agency, autonomy, structure, team-working
Style: review, conceptual

Findings: Based on the literature review commissioned by the National College for School Leadership (Bennett et al,
2003), it further analyses the concept of distributed leadership. Key variables found in distributed leadership practice
include social, cultural, historical context, degree of control and autonomy of the individual or group, the sources of change
and development such as senior management or the wider community, dynamics of the team work, institutional or
spontaneous development of the leadership, and processes of conflict resolution. The distinction between structure and
agency in distributed leadership practice is explored in terms of the data reviewed, giving rise to the question of whether it
may be leadership as an emergent product of concertive activity of a group or network with crucial actions of senior
leaders.

Implications: How critical is the active support of senior leaders to the degree of effectiveness of distributed leadership?

Zepke, N. (2007). Leadership, power and activity
systems in a higher education context: will
distributive leadership serve in an accountability
driven world?, International Journal of
Leadership in Education: Theory and Practice,
10:3,301-314. Accessed 19 May, 2010 from
http://dx.doi.org/10.1080/13603120601181514

Keywords: higher education, leadership practice, distributive leadership, community, collaboration, culture, accountability,
control, structure, students, learning, New Zealand.

Style: Case study, ethnographic research; multiple sources of data, including official documents and author’s personal
reflections.

Findings: Distributive leadership in practice is explored, its accountability, activity systems and power, through
investigation of the life cycle and actions of a community to which the author belonged, initially as the leader/manager.
Distributive leadership is described as being enacted in either a top-down manner, when senior leaders distribute
leadership functions, and possibly power and responsibilities among members of the institutional community, or a bottom-
up and spontaneous manner, when collaborating teams of professionals work together on projects and/or build intra &
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inter-institutional networks. “People and their relationships matter.” and the sharing of power and responsibilities enables
the building of mutual trust, empowering the community to support senior management in meeting targets and
requirements,” while at the same time pursuing its own aspirations; aspirations supported by senior management.”

Discussion of how distributive leadership might mitigate the effects of an accountability-driven higher education world
leads to conclusions that it can play a significant role in higher education and in preserving collegial cultures, “provided the
meaning of accountability is reframed to mean being mutually responsible to all other actors in the higher education
enterprise, rather than merely meeting auditable standards.”

Implications: Convergence of aspirations of managers and the institutional community underpin the effectiveness of
distributive leadership.
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10.

11.

12.

13.

14.

15.

16.

17.

18.

What were the main challenges you encountered in implementing your
assessment project as a 2008 Faculty Scholar?

In what ways do you think your leadership skills were developed during your
period as a Faculty Scholar?

Were you able to engage your colleagues with the implementation of your
project and, if so, what strategies were successful in doing this?

How useful did you find the leadership training and leadership resources offered
by the program in the development of your leadership skills?

To what extent did you network with the other 2008 Faculty Scholars in your
own university and how useful was this form of support?

Question for University of Wollongong and University of Tasmania Faculty
Scholars only

To what extent were you mentored by previous Faculty Scholars in your own or
other participating universities and how useful was this form of support?

To what extent did you mentor the 2009 Faculty Scholars in your own or other
participating universities and how useful was this activity for your own
leadership development?

To what extent did you network with the 2008 Faculty Scholars from the other
participating universities and how useful was this form of support?

What level of support did you receive from the Project Facilitator in your
university as a Faculty Scholar and how useful was this form of support?

Did you receive individual mentoring from a senior academic mentor as a
Faculty Scholar and, if so, and how useful was this form of support in
developing your leadership skills?

Did you receive group mentoring from your DVC/PVC Academic/Education (or
equivalent) as a Faculty Scholar and, if so, how useful was this form of support
in developing your leadership skills?

What aspects of the Faculty Scholar program (project implementation,
leadership resources, leadership training, group mentoring, individual
mentoring, networking etc) did you find most useful in developing your
leadership skills?

What level of support did you receive from your Head of Department/School (or
equivalent) as a Faculty Scholar and how important was this form of support?

What level of support did you receive from your Associate Dean
Academic/Education (or equivalent) as a Faculty Scholar and how important
was this form of support?

Did being a Faculty Scholar lead to you taking on or being given any additional
leadership responsibilities in your institution?

Did being a Faculty Scholar change your priorities or impact on the direction
you want to take your career?

What general comments do you have on the effectiveness of the Faculty
Scholar model of leadership development and how do you think it could be
improved to ensure its long-term sustainability?
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10.

11.

12.

13.

14.

15.

16.

17.

What were the main challenges you encountered in implementing your
assessment project as a 2009 Faculty Scholar?

In what ways do you think your leadership skills were developed during your
period as a Faculty Scholar?

Were you able to engage your colleagues with the implementation of your
project and, if so, what strategies were successful in doing this?

How useful did you find the leadership training and leadership resources offered
by the program in the development of your leadership skills?

To what extent did you network with the other 2009 Faculty Scholars in your
own university and how useful was this form of support?

To what extent were you mentored by previous Faculty Scholars from your own
or other participating universities and how useful was this form of support?

There is no question 7 for the 2009 Faculty Scholars

To what extent did you network with the 2009 Faculty Scholars from the other
participating universities and how useful was this form of support?

What level of support did you receive from the Project Facilitator in your
university as a Faculty Scholar and how useful was this form of support?

Did you receive individual mentoring from a senior academic mentor as a
Faculty Scholar and, if so, and how useful was this form of support in
developing your leadership skills?

Did you receive group mentoring from your DVC/PVC Academic/Education (or
equivalent) as a Faculty Scholar and, if so, how useful was this form of support
in developing your leadership skills?

What aspects of the Faculty Scholar program (project implementation,
leadership resources, leadership training, group mentoring, individual
mentoring, networking etc) did you find most useful in developing your
leadership skills?

What level of support did you receive from your Head of Department/School (or
equivalent) as a Faculty Scholar and how important was this form of support?

What level of support did you receive from your Associate Dean
Academic/Education (or equivalent) as a Faculty Scholar and how important
was this form of support?

Did being a Faculty Scholar lead to you taking on or being given any additional
leadership responsibilities in your institution?

Has being a Faculty Scholar changed your priorities or impacted on the
direction you want to take your career?

What general comments do you have on the effectiveness of the Faculty
Scholar model of leadership development and how do you think it could be
improved to ensure its long-term sustainability?
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10.

11.

12.

13.

14.

15.

16.

17.

What were the main challenges encountered by Faculty Scholars in your
institution in implementing their assessment projects?

Do you think the leadership skills of your Faculty Scholars were developed
during their time as Faculty Scholars?

Were your Faculty Scholars able to engage their colleagues with the
implementation of their project and, if so, what strategies do you think were
successful in enabling them to do this?

How useful do you think your Faculty Scholars found the leadership training and
leadership resources offered by the program in developing their leadership
skills?

To what extent did your Faculty Scholars network with the other Faculty
Scholars appointed in the same year within your own university and how useful
do you think was this form of support?

Where applicable, to what extent were your Faculty Scholars mentored by
previous Faculty Scholars and how useful do you think was this form of
support?

Where applicable, to what extent did your Faculty Scholars mentor new Faculty
Scholars and how useful do think this activity was for their leadership
development?

To what extent did your Faculty Scholars network with Faculty Scholars from
the other participating universities and how useful do think was this form of
support?

What level of support did you provide your Faculty Scholars in your university
as a Project Facilitator and how useful do you think was this form of support?

Did your Faculty scholars receive individual mentoring from a senior academic
mentor and, if so, and how useful do you think was this form of support in
developing their leadership skills?

Did your Faculty scholars receive group mentoring from your DVC/PVC
Academic/Education (or equivalent) and, if so, how useful do you think was this
form of support in developing their leadership skills?

Which elements of the Faculty Scholar program (project implementation,
leadership resources, leadership training, group mentoring, individual
mentoring, networking etc) do you think were most useful in developing the
leadership skills of your Faculty Scholars?

What level of support did your Faculty Scholars receive from their Head of
Department/School (or equivalent) and how important do you think was this
form of support?

What level of support did your Faculty Scholars receive from your Associate
Dean Academic/Education (or equivalent) and how important do you think was
this form of support?

Did being a Faculty Scholar lead to your Faculty Scholars taking on or being
given any additional leadership responsibilities in your institution?

Do you think being a Faculty Scholar changed the priorities of your Faculty
Scholars or impact on the direction they wanted to take their career?

What general comments do you have on the effectiveness of the Faculty
Scholar model of leadership development and how do you think it could be
improved to ensure its long-term sustainability?
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18. If any of the elements of the Faculty Scholar model (project implementation,
leadership resources, leadership training, group mentoring by the DVC,
individual mentoring by a senior academic, individual mentoring by a previous
Faculty Scholar, mentoring new Faculty Scholars, networking) were not
implemented in your institution what were the reasons for this?

19. How do you rate the effectiveness of the Faculty Scholar model of leadership
development compared with other leadership development programs you have
been involved with?

20. What would it take in your own institution to embed the Faculty Scholar program
into the ongoing work of your university?
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Strategically Designed Assessment Shapes Effective Approaches to Study by Helen
Anscomb (James Cook University)

Progressing Assessment Across Year Levels by Karen Burke Da Silva (Flinders
University)

Action on Academic Integrity: Aligning Assessment Practices and Policy by Julianne
East (La Trobe University)

Alignment — Learning Outcomes, Learning Experiences and Assessment by Laurie
Grealish (University of Canberra)

Assessment Driving Curriculum by Maree Dinan-Thompson (James Cook University)

Redesigning Assessment for Large First Year Subjects in Social Sciences by Helen
Lee ( La Trobe University)

Integrating Graduate Attributes Development with Student Performance Assessment
Tasks: The Role of an E-Portfolio by Lester Jones (La Trobe University)

Writing Skills in First Year Science by Tania Blanksby (La Trobe University)
Assessment of Numeracy in the BSc by Shaun Belward (James Cook University)
Making Assessment ‘Real’ by Meryl Pearce (Flinders University)

Assessing the Quality of our Graduates: A Holistic Model by Stephen Naylor (James
Cook University)

Essay-based Assignments in Business Degrees: Improving Outcomes for Students and
Staff by Andrew Read (University of Canberra)

Improving the Effectiveness of Feedback to Students on Assessed Work by Craig
Taylor (Flinders University)

Providing Guided Feedback by Jan Thompson (Flinders University)
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= JAMES COOK
= UNIVERSITY

AUSTRALIA

“Strategically designed assessment shapes effective approaches to study”

“Strategically designed assessment shapes effective approaches to study”
The design of assessment activities within a program of study is key to enhancing assessment practice and the student leaming
experience, This project utilizes the ideas, strategies and resources collected through two influential projects conducted by the Centre For
Study Into Higher Education (CSHE):
* Assessing Learning in Australian Universities (http://www.cshe.unimelb.edu.au/assessinglearning/index.itml)
* Enhancing Assessment in the Blological Sciences (http://www.bioassess edu.au)

Anintegrated approach to assessment through considered curriculum design
This FMHMS based project will review current assessment practice and their vertical integration throughout degree programs and
recommend approaches to enhancing assessment and student learning within professional biomedical and health science based programs
of study. The aim is to provide recommendations for, and document evidence of, successful ways that student leaming and approach to
study can be shaped by assessment practices designed to develop both professional competencies and JCU graduate attributes required
by FMHMS Health and Allied Health students,

Approaches applied in this project will include:
* Course mapping and tracking of assessment
* Aligning outcomes and assessment
* Matching of assessment tasks to professional accreditation requirements (standards)

KEY OUTCOMES: ASSESSMENT TYPES: CATEGORIES OF TASKS: YEAR OF PROGRAM:
* COMMUNICATION SKILLS * EXAMINATIONS *MOWEDE A
« WRITTEN » GROUPWORK * COMPREHENSION ol
 ORAL * ONLINE ASSESSMENT * APPUCATION "AlL
i » PEER AND SELF-ASSESSMENT « ANALYSES * POST GRAGUATE
o CRTCAL THMONG » PORTFOLIOS AND REFLECTIVE JOURNALS * SYNTHESIS
* KEY CONCEPTS AND KNOWLEDGE - RESETTION, :
* SPECIFIC SKILLS AND KNOWLEDGE » RESEARCH PROJECTS
« STUDENT PARTICIPATION AND CONTRIBUTIONS
« TESTS AND QUIZZES
* WRITTEN ASSIGNMENTS
LEARNNG v
STEACHNG e ¢ LA TROBE
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Alignment - learning outcomes,
learning experiences & assessment

in work-integrated learning in the health disciplines
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The Faculty f Aots, Feucation and Soad Saences has develope  range of straleges o suppt academic <taff
[permanent and casual) o review, redesign and inplement fit-for-purpase assessment. Tey include the combined

f:’ L1 the Faculty of Acts, Fducation and Sadal Saence’s Assecsent Bank

e

& Building upon contemporary literature
The fit-far-purpose assessment action pran is positioned within contemporary higher edution
literanae,
Ky iberatune ciudes: bosing on the wirk of Bagys (2002 KTt 2005) and Race (20081 The

' strategies ectabliched in the plan reconniss that the pedanoaical prncples thatinfom fird year
currieulm design isa critical influenicer of student encagenvent parieulary In first year student

4 leaming and retention (Kift, 20¢).

Ensuring Validity, Reliability, Authenticity,
A\ Transparency

A s the ascessment task valid?
| Insihat sy can the assessmient be ensired fo measure effectively what it intends fo measure!
Is the assessment task rellable!
\ Inuhatways does it ensue that assessment s fair and consistent?
s the assessment task authentic?
I what ways does il ensuse that assessment & comected 19 a sealife application, andis owned by
B\ e student?
Is the assessment task transparent]
Invwdiat ways doesit ensure that assessment is matdhed to the subject dsaription énd oulcomes, induding
A graduate attributes and any professional standards (where necessaryl?
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Bhecats and oritical rediectian of tack with enioh:
laskwitheng y

The nextstep

Paticipentsare deded to |d.|f' i, fone o, anl respormatailies wilhin an action plan.
Thesfacilitaton i ) i

workpraces and |mplunerl pmmriew.
Thisy sl dronqly envcataged [ acess e Sl sasesmen bank,

hie exdhesin of ther assssment Lasks m thesr

Foiim g e peageess made fs il ' to et that the erthuizsm and
g 1s mainkained

Key discussion issues

14 Quick feedback or'feadforward'may promote surface leaming, such as information
recall, perhaps avolding thv construction of adeepleaming anviranment. Aso
called'Macdonakdisation' of assessment that can diminish a student’s learning
experience

11 Due to the need forexplicitness and transpatency, what doss this really promote?
»Learning far asessment
+Learing as assessment
+ Learning of assessment

s x M D i
eyt o e Scknrs i e o f e i St

A

14} Quality assessment requires apprapriata first year workload
allocatian balance. How can warkioad be balancad while
ing effective tand consistency of

standards!
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Radasiqning awsexyment for |arga irs (ear su|1ja(:ts in Social Sciences

Ideal first year assessment: The reality of first year teaching:

+ assists with transition * large classes

* encourages engagement & « diverstly & equiy issues
retention * mid-year entry

* embeds graduate capabilities * inexperignced, untrained futors

+ develops academic skills * information overload

* s leaming-cenired; experiential + staff workload pressure
& enquiry based * students juggling

* encourages life long leaming study/workffe

* includes diverse diagnostic, + students not majoring in the
formative & summative tasks discipline: poorly motivated

* s constructively aligned with * limited time to keep up with
the curriculum TAL lterature

* s criterion based

+ meets university/ faculty &
school policies

Can we create perfect harmony between ideals and challenges?
Careful redesign through close consultation with colleagues, teaching & learing
support, imagination....?

G . ners LA TROBE = AMESCO0 i
i o AMES (IR
ETEACHNG H‘F!'l'“!--" ug UNIVLREITY we UNIVERSITY _CMEPIEE“:’I“
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INTEGRATING GRADUATE ATTRIBUTES DEVELOPMENT WITH
STUDENT PERFORMANCE ON ASSESSMENT TASKS:

THE ROLE OF AN E-PORTFOLIO

Lester E. Jones Faculty of Health Sciences, La Trobe University

students explored new e-portfolio product
.| developed an *Action Plan’ but then it was difficult to find again..
.[ts very slow to open...very resource hungry...
.Students won't spend time doing it.,

.e-portfolio helped me keep track. happy with structured profile..
...Using e-portfolio has given me an adventage over other students. .
students self-assessed development of graduate attributes using template
would be great if I knew which graduate attributes were being assessed...
.as a first year, I don't have much to put in..

Key Questions: Add comments on post-its

1. What are the challenges to Ififroducing new technology?

2. Is it meaningful to considel Graduate Attributes in Year 1?

3. Canan e-Portfolio assist@eduzte Attribute development?

v 4}

AUSTRALAN ™, ) b,
LEARNNG i s JAMESCOOK ERSIT
e fnders Wi Fo0wn e

COUNCL

Support for this pUoje and 1, 3¢ ence ano Trainng.
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Writing Skills in First Year Science

Tania Blankshy

developing ¢ s S

farget the initial dc-\.'elnpmml .md — uf ﬁ.;rau.Iu:lie Attributes
in our students. The current project dovetails with this and focuses
on writing skills at first year,

: " Consistent
A review of current pr.fdiu.kmti\,\dupmg‘ml sing wriling ouides across
skills in the Faculty tllustrates the [ wriling ¢ 1 year units
(Table 1) and demonstrates l ‘

Self review Paraphrasing
Peer Review Referencing
Tutor Review

: Clear Aims
Table 1 Writing in the FSTE  successful writing programme Obyectives
) (Fioure 1) has resulted in a number
Writing B =
First Year Unils Assessed : st ‘

After the introduction of this Transparent  iderffication of Concepts

IS R marking rubrics ats & ;

programme in Biology the student oferral fo LAS Theory

perception of the relevance of

scientific writing to their course jgure 1: Model programme used in Biology fo

wnmmcd with §7% agreeing it is develop and assess writing at 1% yéar
evant, Comments from students

and staff on this programm...,

Physics

Mment,

EARNING 3 Tl LA TROBE % JAMESCOOK S0
STEACHNG H[llmd.ers WNURIVERSITY . %\"ERSYH ﬁ%ﬁgﬁ
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Making Assessment ‘Real’

Emall: mery! pearee@inders.odu au

Project Aims

- To identify the proportion of 'workplace relevant assessment in a sample of topics in a Social Sciences Faculty
- To identify the challenges associated with introducing workplace relevant assessment in topics
- To compile a list of recommendations on how 1o increase workplace relevant assessment in topics

The purpose of introducing workplace relevant assessment into student learning is to ensure that graduates are

‘work ready’

Results

The proportion of workplace relevant
assessment is higher in:
- Topics that are professions-based
(Social Work, Accounting)

- Advanced teaching levels
(third year, postgraduate topics)

The challenges of introducing workplace

relevant assessment:

- Academics do not know what industry wants in
graduates

- Academic reluctance

- Lack of experience with the industry

« Concern over student acceptance of new forms of
assessment

« Difficulty in marking innovative forms of assessment

- The nature of the topic or course is too generic

- Time constraints

- Resource constraints

- Class numbers are too large

'Definition

Workplace relevant assessment is a term used here to refer fo activities
that represent 'the types of complex tasks performed by professionals in the
field’ (a phrase used by Edith Cowan University (2009 to define 'authentic
assessment’). Queensland University of Technology (2009) defines authentic
aclivities that simulale ‘as closely as praclicable professional or workplace
practice’ as work integrated learning.

Recommendations
- Conduct an audit of what industry expects of
graduates (in a specific field)

- Effective communication with academics an the
purpose and meaning of terms such as work
integrated learning, work ready graduates

« Provide academics with guidelines on how to assist
students in achieving work readiness through
innovative and appropriate assessment

- Effective communication with students on the
purpose and value of innavative forms of assessment

- Form an 'interest group’
- Target and inspire new academics
- Reward effective, innovative teaching practices

<NRMjobs> ~liles

What'goes.around,
comes around:

sustralim
voluntears
ntrmastional

nagement Erviranment Advisor

Enmirmmin and Consasvaion
Vigtriam

Langth 18 moniths

Closd Date 12RO
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How ugaful is lsedback on students” assessed work in Impraving leaming outcomes?

How might we provide better feedback to studants here?

With the help of colleagues from all four schools of the Faculty of Education,
Humanities, Law and Theology (EHLT) at Flinders | surveyed students on feadback
they have received.

Atotal of 406 valid survey responses wera received from students in a range of
topics {upper level to postoraduats),

The data was presamted in a warkshop with participating colleagues from EHLT.

A seiection of survey findings s presented below. ..

Importance of feedback
Over threa guarters of students reporied thal leedback on assessad wark was very
important.

=

oy Impartart Aot Imprean

Importance of laedback

Feedback could be improved

Studets most commonty reported Wal e feedback could be improved ‘sometimes’,

!“1
|

Mt o e i S wberm [

Feedback could be Improved

Most useful feedback received
Written comments were the foem of feedback most cammanly selacted as the most
usetul, followed by individual verbal comments.

- B

250
18
"
L
4

: '.Fll\"‘.?
"ﬁ' sl hﬂ‘.!-‘}“ Nhllll!k'

SITIEN

Improving the effectiveness of feedback
to students on assessed work

Hawever there was substantial variation across schools and disciplines aver what kinds
of feedback were mast useful. S0 Drama students wers more likely than students from
offver disciplines to find ndividual verbal comments the most useful form of feadback,

-

]
Tamaales

Most uselul feedhack rIMM

While Law students were more (ikely than studants in othar schools to find written
comments the most useful form of feedback.
't

|

=

el ol vartel ferwanm

e ial

Compiad Mt

\ st usatul feedback received

DO

»,

CQualitative comments from students on Teadback revaaled eome ueeful and surprising
Intormation on how leedback to students might be improved, Most common
suggastions for improvement were..,

* Marker improving handwriting for written comments - one of the mast common
responses!

* More detailed comments not just ‘ticks' and ‘nos.

* Explanation of where student has gone wrong.

* More specilic comments about how o improve work, not just comments aboul
where student went wrong.

* A better indication of where marks have been lost. 'If | get 50% | want to know
where the other 50% went.'

* Individual ‘one on one’ verbal feedback with students.

* Providing an ideal essay as a guide to what is expected for top marks,

* Workshopping ideal essay,

* More comments an structure and content, less on just spelling and grammar.
* Comments throughout essay not just at end,

* Lising xamples to lustrata a heter answer to quastion,

* More positive feedback.

= Letting students know what they have done well,

* Marker not simply expressing their frustration In written comments.

* Avoiding shorthand notation/symbols that student may not understand.

Study Sample

nwn%%& %‘?ﬁ% %:%’@;x "‘h% %

“' hnr 103 |93 04 |
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Providing Guided Feedback

Problem /Research Question
« How can we provide timely, easily accessible, relevant to the
task, “standardised" feedback on formative assignments

+ What do students & staff think about the use of a particular
“standardised” tool?

Method:

Discuss with Topic Coordinators, how feedback is presently
delivered in their topics.

Investigate what is presently available via the University
Student Learning Centre to assist students with “Study
Skills" & “Academic Writing”

Findings:
Topic Coordinators believe that academics presently
provide feedback to students in a range of ways, some
much more meaningful to students than others...

+ Ticks in the margin

+ Question marks in the margin

+ Via a matrix

» Only writing a few sentences at the end of the work

= Etc, etc,
The University Student Learning Centre has a huge range
of “Study Skills” & "Academic Writing” tools available for
students to download from their web site but has presently
no way of knowing how much / how often these are utilised
by students.

Plan:

« Create a “Guided Feedback” document from existing tools
presently available on the University Student Learning
Centre web site and customise it for use in the Faculty of
Health Sciences.

« It assignments are submitted on ling, this document could
be returned to students with their assignment as an
attachment & all they would be reguired to do was click on
the link to download the specified aid to assist them.

Undertake a trial project by attaching this document (in
hard copy) to a student’s formative assignment (and
identifying on the document, the specific tools that might
assist them with their summative assignment)

5 Flinders

Hish to sknowleddge th :
Nirsing & Midwitary I L8 ot 1hig dag & Ma Reging Shizas (Asa
Luaning Caritred for her shons: 3

Survey students to explore:

+ Their uptake of the suggestions made via this tool —ie
did they download te publication/guide from the web site,
and/or go in person to the SLC to seek some face to face
assistance related to the suggested tool

+ How useful did they find this quite specific “guided
feedback” when they wrote their next assignment

Survey staff to explore:

+ Their experience of using this “standardised” feedback
document on the sort of feedback they gave, their work load,

+ The impact on students subsequent assignments

FLINDERS (5
v
FACULTY OF g o 1Y

ITH s '
Assignment Feedback El{f‘:l\ltgb

e Parker (Assaciate Dean, Taaching & Learning. School of
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