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Introduction: Supporting Self-directed Development
The aim of this unit is to develop self-awareness, personal effectiveness and interpersonal and situational competence within organizational settings, and your longer-term career. Thereby, we seek to address the paradox of many approaches to career and leadership development that results from its form not matching its content. In terms of content, career and leadership development that is relevant to contemporary organizational life needs to foster learner’s self-directedness and the ability for ongoing reflective learning about the appropriateness of one’s action in given organizational contexts. By ‘ongoing’ we mean a reflective learning capacity that is useful beyond the classroom and the time on the MBA programme. We also place emphasis on reflective learning that is relevant to learners organizational and career issues. Contrary to these aspirations about the content of learning, traditional methods of teaching (i.e. its form) typically provide students limited opportunities for practicing self-awareness and self-direction that is relevant to their current context. 

In ‘Developing your Managerial Competence’ we are addressing this issue by limiting your ability to retreat into the role of the passive student who is consuming the ‘show put on up front’ by the faculty member. Instead, the focus is on you, the learner, and the community of learners of which you are part. In this sense, we provide you with the opportunity to practice in a ‘learning organization’, a model that is relevant to business and other organizational contexts. We are using a combination of classroom sessions and structured learning papers. The classroom sessions and skills development workshop consist of lectures and experiential and reflective activities. During these sessions, we will draw on theories, research and written-up case studies, but also work intensively with the ‘data’ from your own experiences from outside and within the classroom. The aim of the learning papers is to help you articulate and develop your own professional competence in ways that are relevant to your needs. Even though you will complete the learning papers on your own, you will do so with the support of your Peer Learning Group, consisting of 3 members. Further, we are using Peer Consulting Groups to debrief and deepen learning from these activities. 
Learning Outcomes

Successful completion of this unit should enable:

· Self-awareness and exploration of challenging individual development issues.
· Planning your career and personal skills development over the duration of the MBA, based on a range of diagnostic activities.

· Development of an individual portfolio of managerial and leadership skills.
Programme Overview
The Developing your Managerial Competence stream of the Bath MBA has five elements: 

1.
DyMC 1 - ‘The Individual in Context’ (faculty-led)
2.
Five (or more) Peer Learning Groups (1st one facilitated; remaining student-led)
3.
Two Peer Consulting Groups (facilitated)

4.
DyMC 2 - ‘Leading in Context’ (faculty-led)
5.
Managerial Skill Development Workshop (faculty-led)
In combination, these four elements integrate your career and personal development via classroom learning, self-assessment tools, experiential and reflective activities, facilitated and un-facilitated peer learning groups, learning papers and at least one managerial skill development workshop (details of workshops can be found on page 16).
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Description of the 5 DyMC Elements
	Element
	Description

	DyMC 1

‘The Individual in Context’
	The first course element provides an introduction into the learning approach adopted for DYMC. It also develops students’ capacity for self-awareness and to manage their career. An underlying assumption of our work is that increased self-awareness values, preferences and abilities will lead to greater personal alignment, more effective leadership, and psychologically-rewarding careers. The module offers a range of activities to help students identify their own learning objectives. It also introduces practical approaches to reflective practice. This initiates the self-reflective development of professional competence which runs throughout the degree.



	Peer Learning Groups 
	Students will then join self-directed Peer Learning Groups, consisting of 3 members. These groups have two purposes:

(1) Developmental support by bouncing off ideas and sharing feedback related to the completion of 2 learning papers and the final learning portfolio.

(2) Gaining hands-on experience about interpersonal and coaching skills. 


	Peer Consulting Group
	Two Peer Consulting Groups (1 ½ hours, with 3-5 Peer Learning Groups) will deepen the earlier experiences. These groups will be facilitated by faculty members. The aim of the Peer Consulting Group is to share experiences and raise issues and questions related to (1) the learning paper and portfolio and (b) the peer learning process.


	DyMC 2

‘Leading in Context’
	The third course element explores the emotional and political dynamics of leadership in organizations. There are three assumptions about leadership that are developed. First, that leadership is dynamic - it is created and sustained in the interplay between promise and practice over time. Second, leadership is linked to politics and power relations in organizations - it is a pivotal process in the construction and reconstruction of ‘how we do things here’. Third, that there is a tension in the leadership role - between the requirement to make change happen at the same time as being a guardian of corporate citizenship and status quo. DyMC 2 uses an ‘experiential’ approach to learning about leadership. Students participate in exercises designed to explore the emotional and political dynamics of leadership, through reflection on personal practice and the dynamics of groups.


	Managerial Skill
Development Workshop
	As part of DyMC we offer various skills sessions designed to examine your personal development, of which you will be required to attend at least one as a compulsory element of this module. Workshops typically address specific skills related to influencing and developing impact, handing conflict in organizations, and coaching and developing others.

Insights drawn from these workshops can be presented as part of the overarching reflective commentary in the Learning Portfolio. Failure to attend this required course element implies failure of the entire module! 
Further details on each of these skills sessions can be found on pages 17-18.  Dates TBA.



Required Preparation for DyMC 1 – ‘ The Individual in Context’

Readings

Case, Peter (2005) ‘Reflective writing, personal journals and leadership development. In: R. Bolden (Ed.) What is leadership development? Purpose and Practice, University of Exeter: Centre for Leadership Studies. Report can be downloaded by registering at: http://www.leadership-studies.com/lsw/lswreports.htm
Also posted on Moodle.
Seibert, K. W. (1999). ‘Reflection-in-Action: Tool for Cultivating On-the-Job Learning Conditions’. Organizational Dynamics, Winter: 56-65.

Case Studies

Gardner, K., Haworth, C., & Tams, S. (1998) ‘Reuters: Where Technology and Personal Networks Meet’. London Business School Case Study

It is essential that you have read this case study in advance.
The Myers-Briggs Type Indicator (MBTI)

You will be sent details about on-line completion of the MBTI by your programme administrator. If you encounter any problems during this process, please contact the programme administrator.

The MBTI is one of the most popular personality assessment tools that was developed based on Jung’s theory of personality type. Even if you have previously completed this tool, you may enjoy completing this assessment again. You will be provided with feedback during the course. The information is purely for your developmental purpose and will not be passed on to third parties, e.g. your employer.

The Intelligent Career Card Sort (ICCS)

To complete the ICCS, please go to: http://www.intelligentcareer.net. 

Go to the login screen. Here enter the username and password that will be provided to you, by email, by your programme administrator.
On the relevant day of the course, we will provide you with three hardcopies of your report for yourself and two other people in your group.

The ICCS is different to other questionnaires in so far as you do not need to indicate agreement or disagreement with items. Instead, you are asked to select and rank 7 out of a larger set of statements that resonate with your current thinking about the ‘knowing why’, ‘knowing how’, and ‘knowing whom’ of your career. Career is here understood as the sequence (past, present, future) of your work experiences over time – rather than vertical advancement.  If you are currently out of work, select those statements that best reflect your current thinking about your prospective career. Based on your card selection, you will be able to generate a report. The report can be the foundation for personal journal writing. We will use the ICCS for work in small groups during the course.

Peer Learning Groups
To provide you with greater opportunities for personal development, Peer Learning and Peer Consulting Groups will be a key element of DyMC. Their aim is to provide a supportive shared learning context where you can explore the practical enhancement of your self understanding and skill. These groups have two purposes:

(1) Developmental support by bouncing off ideas and sharing feedback related to the completion of 2 learning papers and the final learning portfolio among the three group members.

(2) Gaining hands-on experience about interpersonal and coaching skills. 

Membership
Peer Learning Groups consist of 3 students (only in exceptional cases, of 4 students). 

Meetings
These groups are self-managed, and students decide a suitable venue and time, within the following parameters: 

· Groups meet twice following DYMC 1 and before the hand-in date of the first Learning Paper.

· Groups meet twice following DYMC 2 and before the hand-in date of the second Learning Paper.

· Groups meet once or twice in the period between the second Peer Consulting Group and before the hand-in date of the final Learning Portfolio.

· Each meeting is expected to last 1 ½ - 3 hours with about equal time dedicated to each of its members.

· For each meeting, please have each member sign off an attendance sheet and drop it off the MBA Course Administrator.

Task

For each set of two consecutive Peer Learning Groups, the objective of the first meeting is to share ideas and writing plans related the respective learning paper. You may want to circulate draft outlines among all members prior to your meeting. The group conversation enables members to subsequently integrate insights from learning about other members’ perspectives in their own learning paper.

The objective of the second meeting is for students to provide each other specific feedback and comments on members’ learning papers. We recommend that you exchange copies of your learning papers up to a week before your meeting. In providing developing feedback, you should refer to the marking criteria outlined on pages 10 – 14 of the Handbook. Please annotate your peers’ Learning Papers with comments, or write some notes on a separate sheet of paper. 
After the Initial Peer Learning Group Meeting, scheduled at the end of DYMC 1, members should:
· Be clear about the purposes of the Peer Learning Group and members’ roles.
· Schedule at least the first two, or all, Peer Learning Groups.
· Be clear about practicalities of the Learning Paper writing process, such as when and how to send the first Learning Paper to their peers.

Briefing Notes for Peer Learning Groups 
· It helps the Peer Learning Group to work well, if you find ways to get to know each other.

· Create a supportive environment for individual and group learning.

· Discuss good practice in the Peer Learning Group and encourage the Group to agree some key practices.  E.g.: check-ins to start the Group each time, equal time per person, confidentiality, process reviews about how the Group is functioning and could be improved.

· Enable Group members’ self-directed learning against the strands of their Personal Development Plans (PDP’s).  For example, you can coach each other about how to devise action experiments that put your learning agendas into practice.
· Apply models and ideas relevant to adult development as these seem appropriate to contribute to members’ learning.
· Help the group become a place in which members can both support and challenge each other.

· Give developmental feedback on the Learning Papers written by your Peer Group Members. See below: Notes on Learning Papers and Marking Pro-forma to help you provide feedback (also on Moodle).
· Discuss good practice for individual Peer Learning Group members.
Here, Group members might like to tape-record their sessions at Group meetings – to help them review other peoples’ comments and feedback, and to hear their own ‘wisdom’ as they speak (‘how can I know what I think until I hear what I say?’).  This may contribute data for their learning journey (e.g. contributing to the feedback aspect of the criteria).
· If students cannot attend a Peer Learning Group, they are encouraged to try to arrange an alternative date.  
· If a student misses more than one Peer Learning Group meeting and/or has failed to comment on their peers’ Learning Papers, the other members are encouraged to report this incidence in writing to the Course Administrator so that consideration can be given at the Board of Examiners to the fact that the other Group members lacked support and feedback from their peer.  
Peer Consulting Groups

You will receive feedback on your Learning Paper from a course tutor about 4 weeks following submission. Shortly after receiving this feedback, all members of your Peer Learning Group are expected to attend a 1½ hour Peer Consulting Group.  This session is facilitated by a faculty member. It brings together 3 - 5 Peer Learning Groups to share different experiences. The aim of the Peer Consulting Group is to explore issues and questions related to (1) the learning paper and portfolio and (b) the peer learning process. 
You are encouraged to take notes during and following this meeting, as the session may provide insights that are relevant to the preparation of your final Learning Portfolio!

Learning Papers 

Please refer to the Course Outlines of DYMC 1 and DYMC 2 for more specific guidelines on the respective Learning Papers. A Learning paper reports on a cycle of exploration. Usually there is more learning than can be put easily into a 1500-2000 word paper, so you will need to be selective about what you report and how you do so, and explain your choices to the reader.  

We expect LP’s to be exchanged among members of your Peer Learning Group in advance of meetings so that all members have sufficient time to provide each other with feedback on the work of their two other members. We encourage Group members to give written as well as verbal feedback. While every student may adopt a different approach to writing, you need to demonstrate your learning. You may want to learn from other people’s approaches, but please do not suppress your own voice. As your work progresses, you will need to ensure that you are addressing all three criteria of quality for the course: these are outlined in this Handbook. Please note that LP’s can be revised before the end of DyMC course submission of the Learning Portfolio for assessment, to integrate feedback and further development. In many cases, this can be done ‘simply’ by adding an additional paragraph or two to reflect on the earlier work, rather than through a major revision, as long as you stay within the maximum word limit of 6,000 words (+10%). You can discuss this choice with your peers.
Learning Review 

The Learning Review is the third learning paper to be included in the Learning Portfolio. It provides the opportunity to synthesize your learning of the whole DyMC experience (also 1500-2000 words).  Aside from adding an overall commentary on learning conducted as part of LP 1 and LP 2, you can also refer to learning experiences and literature that are relevant to Developing your Managerial Competence.  These may address insights and implications from participation in:
· the Managerial Skills Development Workshop

· the peer coaching process
· Peer Consulting Groups

· other relevant experiences, e.g. from job search activities.

Late Submission of Learning Papers to Peer Learning Groups
Active preparation for and participation in Peer Learning Groups is a central requirement of DYMC. The purpose of the Peer Learning Group is for you to support each other in your learning – specifically the development of your Learning Papers – through verbal and written feedback. 
Absence from the PLG or failure to submit one’s learning paper in time to peers, or provide feedback on other students’ learning papers compromises and limits the learning process – for yourself and others. As a consequence, we would expect participation to be strongly correlated with your ability to generate good marks for the Learning Portfolio (in particular, as you will need to demonstrate your learning and integration of peer feedback). 
In exceptional instances, you may be unable to meet the deadline you agreed with your group for submission of Learning Papers. In these circumstances:

1.
Please contact your Peer Group members asking them for an extension, proving acceptable reasons. 

2.
To receive any feedback, the latest date for submission of your Learning Paper will be the PLG session. Given the limited time, your peers may only be able to provide you with verbal feedback (which you can audio record).

Subsequent punctual submission of learning papers for marking by Course Tutors is one of the assessment criteria for the final portfolio. For a 70%+, you will need to have submitted both learning papers by the respective deadlines. Up to 5 marks can be subtracted for late submission of a learning paper (e.g. when no extension had been requested for acceptable reasons or for the second occurrence of a late submission). A total of up to 10 marks can be subtracted. 

For late submission of the final Learning Portfolio that has not been agreed on with the faculty prior to the deadline, University Guidelines will apply. Learning Portfolios submitted after the deadline can, at best, achieve a ‘pass’ mark (40%) if submitted within five days. Submission after this time will receive 0%. You are also required to attend all workshops and Peer Learning Groups to pass this course.
Assessment Details
You will be expected to collect evidence of your practice and present a Learning Portfolio which will be assessed.  As a participant of a Peer Learning Groups, you will be expected to write two individual Learning Papers (of 1500-2000 words each) reviewing your development with regards to content covered in DYMC 1 and DYMC 2, respectively. For these papers, and for the final Learning Portfolio, you can draw on relevant material from the activities of this course, including personal notes, self-assessment, feedback and attendance at the skills development workshop. The draft Learning Papers will be submitted to your Peer Learning Group colleagues, in advance of meetings. You will then exchange written and verbal feedback on each others’ work at those meetings.
Following participation in DyMC 1, DYMC 2, 5-6 Peer Learning Groups, two Peer Consulting Groups and the Managerial Skills Development Workshop, you will be expected to prepare a Learning Portfolio (5000 - 6000 words long) and submit this for assessment. This will comprise your two Learning Papers (revised following feedback, if you choose) and a further individual Learning Review of the whole DyMC experience (also 1500-2000 words).  
You are also required to attend all course activities. 

The Portfolio of work will be marked with a percentage grade. 

Distinction grades (70% and above) will be awarded for work that:

· Achieves overall excellence on all three criteria and interrelates these.

· Shows engagement with a sufficiently wide range of ideas and literature, using them creatively in relation to practice.

· Achieves an appropriate depth of critical analysis, i.e. you are able to discuss different perspectives.
· Shows evidence of systematic engagement with your practice over a period of time which attempts to create conditions for significant learning.

· Demonstrates that ideas and learning from the course have been incorporated into practice.

· Shows developed self-reflection, and an integration of reflective practice into perspectives and practices on an on-going basis.
A high distinction (80% and above) signifies a mark of consistent excellence. To achieve such a mark, the following would need to be demonstrated in the learning portfolio:

· The student has appropriately revised both learning papers based on feedback provided during the Peer Learning Groups. 

· The criteria identified in the DYMC Handbook for a ‘Distinction’ (70% and above) are met consistently at high levels:

· across all three pieces (2 Learning Papers and Learning Review);

· across all three quality criteria (i.e. (1) Theories and Concepts; (2) Development of Reflective Practitioner Awareness and Capabilities; and (3) Evidence of Learning in Your (Professional) Practice.
Important:

Punctual submission of learning papers is one of the assessment criteria for the final portfolio. For a 70%+, you will to have submitted both learning papers by the deadline. Up to 5 marks can be subtracted for late submission of a learning paper (e.g. when no extension had been requested for acceptable reasons or for the second occurrence of a late submission). A total of up to 10 marks can be subtracted.

You will be given guidance on these course work requirements and criteria of quality, and have plenty of opportunities to discuss them with course Peer Learning Group members, as the course progresses. 

Submission Dates

Full-time MBA: 
Final portfolio to be submitted at the end of the 1-year programme, one week after the submission of your final project.


Submission date to be confirmed at the start of DyMC.

Executive MBA:
DyMC to be completed within two years of DyMC 1 start date. Final portfolio to be submitted at the end of this period. Submission date to be confirmed at the start of DyMC.  


N.B. As long as a student has completed the first Peer Consulting Groups, MEC and one other core module, DyMC 2 can be taken before Stage 1 is completed.
Marking Criteria

In marking a Learning Portfolio we will take into account all three criteria: (1) theories and concepts, (2) development of reflective practitioner awareness and capabilities, and (3) evidence of learning in your (professional) practice. The inter-relationships between the three criteria will be important and you should be careful to achieve a balance of attention to each of them.  No one area should dominate.

You can use figures, diagrams and, if absolutely essential, a short Appendix to provide background supporting information. But please be aware that markers are under no obligation to read the Appendix. The main text should be coherent in itself and any Appendix entry needs to be explained or justified in the text.    

· We take it for granted that your Portfolio will be well-produced and free of typographical errors, and that referencing will be appropriately done.

· You may want to enhance the quality of presentation in other ways, for example by including photographs or pictures, and you are most welcome to do so.

Theories and Concepts

Showing engagement with an appropriate selection of theories and literature, reporting on these competently, and engaging in critical analysis.
Tends towards a Pass if you:

Choose theories which are appropriate to the learning issues you are dealing with

Draw on several sources in adequate depth (balancing range and depth)

Read within a contained, limited, range of standard sources

Write about ideas and theories descriptively and accurately

Show understanding of sources and concepts

Tends towards a Good Pass or Distinction if you:

Explore a significant range of literature

Show depth of critical analysis

Inter-relate conceptually different sources, theories and concepts 

Use ideas and categories with discrimination

Are personally evaluative, going beyond other people's critiques and giving your own position

Critique literature and concepts based on your own action experiments and learning

Show how reflection has led into critical awareness of the structural/background assumptions inherent in frameworks you are using

Tends towards a Low Pass or Fail if you:

Cover very little literature

Reference simplistically - just putting in author names for the sake of it

Show limited or inadequate understanding of ideas and sources used

Do not connect ideas in the literature to your own experience and learning

Development of Reflective Practitioner Awareness and Capabilities 

Showing sustained, systematic, engagement in appropriately selected forms of reflective practice. Commenting reflectively on the conduct of reflective practice. Giving evidence of engagement in personal reflection to develop appreciation of purposes, assumptions and patterns of behaviour, enhanced by feedback from others where appropriate.
Tends towards a Pass if you:

Have developed an understanding of reflective practice

Show your ability to direct this into appropriate action experiments

Are aware of some relevant literature on reflective practice
Give evidence of some personal reflection

Tends towards a Good Pass or Distinction if you:

Explicate your chosen forms of reflective practice, and show how you have developed them

Have generated (and articulated) personal criteria for developing your reflective practice, and evaluated yourself against these 

Show sustained, systematic engagement in appropriately selected forms of reflective practice

Have developed appreciation of purposes, assumptions and patterns of behaviour

Have sought and used feedback from others

Have engaged with literature on reflective practice, showing your capacity to critically analyse it

Comment reflectively on conducting your inquiries

Show an appreciation of contextual and situational factors in inquiry (e.g. cultural issues) 
Tends towards a Low Pass or Fail if you:
Show limited understanding of what reflective practice involves
Have not turned learning agendas into experiments in action
Show only limited reflection
Show no engagement with literature on reflective practice
Evidence of Learning in Your (Professional) Practice
Demonstrating developments of practice through action and reflection experiments, including eliciting feedback as appropriate.

Showing how you have contributed generatively to the working of your Peer Learning Group and to other members’ development.
Tends towards a Pass if you:
Demonstrate developments of practice through engaging in cycles of action and reflection

Give at least one detailed account of engaging in an action inquiry experiment.
Show or illustrate development, or review why development has not occurred, as well as just telling the reader what has happened

Show a basic engagement in reflective practice

Tends towards a Good Pass or Distinction if you:

Show development of inquiry tracking techniques (such as journaling, diary, two-column reflection, free-fall writing) 

Elicit feedback and show how this has been used

Show how you have contributed constructively to the working of your Learning Set and to other members' development - or what prevented this - giving selected evidence 

Use different media discerningly and appropriately to portray your learning journey

Critique reflective practice methodologies, in relation to your personal style

Tends towards a Low Pass or Fail if you:

Show little evidence of having engaged in inquiry through learning experiments

Show little evidence of having developed your practice

Feedback Pro-forma  (photocopy these two pages, or download from Moodle)
Completed by: 




 for: 






( 1st Learning Paper
 
( 2nd Learning Paper

Date: 






1.
( The paper has a systematic structure & overall presentation.


( I suggest you give this more attention.
2.
( You demonstrate (rather than merely aspire to) some relevant learning of 


      new skills & competencies.


( I suggest you give this more attention.

3.
( You demonstrate ability to adapt (i.e. change) your behaviours & behavioural strategies.


( I suggest you give this more attention.

4. 
( There is evidence that you are using (or experimenting with) methods of reflective practice

     (strategies of work-based learning)

( I suggest you give this more attention.

5.1
( There is evidence of engaging with concepts and theories on professional development and 

     reflective practice.


( I suggest you give this more attention.

5.2
( There is evidence that you engage with concepts & theories critically (i.e. able to evaluate 

     relevance, benefit and limitations of alternative approaches to professional development).


( I suggest you give this more attention.

6.
( You demonstrate reflective learning, i.e. you demonstrate ability to challenge & revise your own 

      assumptions and guides for action (transformative learning/developing capacity).

( I suggest you give this more attention.

7.
( You identify specific next steps on your learning agenda.


( I suggest you give this more attention.

8.
Your style is:
( Clear
( Concise
( Evidence based/uses appropriate illustrations

9.
( The Learning Paper has no grammatical errors. 
( Suggest you give this more attention.
10.
( The Learning Paper uses punctuation appropriately.
( Suggest you give this more attention.
 

11. 
( Spelling is correct throughout the Learning Paper.
( Suggest you give this more attention.

12. 
( References are correctly formatted.


( Suggest you give this more attention.

FURTHER COMMENTS:

Examples of Managerial Competence Development Workshops
Influencing & Impact
Course Lecturer:
Jeremy Webster 

Jeremy Webster, Managing Director of Silver Pebble, has been a management consultant for 20 years, specialising in people development and change management. As well as a first degree in engineering, he has an MBA and an MSc in Change Management. He is active in the Management Consultancy profession, and took up the role as chair of the UK Institute of Management Consultancy (IMC) in September 2006. In addition to his consultancy and IMC work, Jeremy is a regular presenter on MBA programmes at Cranfield and Edinburgh Business School. He has previously presented this course at Bath in March 2007.
This session focuses on both interpersonal influencing and the importance of making a positive impact when communicating. These skills are especially important for consultants and managers in new roles

Learning outcomes:

· Understanding the psychology of influencing, including basic NLP

· principles


· Better self-awareness of impact on others, particularly through nonverbal    communication

· Understanding the difference between manipulation and influencing

· Awareness of importance of personal presentation

· Improved repertoire of influencing behaviours

· Understanding how different individual preferences affect the way we

influence others and they influence us

​​​​​​​​​​​​​​​

Handling Conflict in Organizations
Course Lecturer:
 Dr Sue Abbotson
Sue is an experienced coach and organisational development consultant integrating professional and personal development across the public and private sectors. One of the UK’s first Gestalt in organisation consultants and a pioneer in systemic approaches to leadership coaching her work focuses on transformation and the creation of the optimum conditions for insight at an individual and business level.  With over twenty years in the field of professional development and change, Sue specialises in organisational transformation and leadership development coaching. 

Objectives:
To develop awareness and understanding of:

· Conflict as a co-creative tension or as a breakdown in relationship

· The need to discover the underlying source of a conflict for a more sustainable conflict resolution

· A conflict resolution model 

· A range of influencing skills for generating more effective dialogue

Design of the day:
The workshop is designed as a co-inquiry into handling conflict and how it is more than a subject for inter-personal skills development.  If handled well as a creative tension, conflict can generate breakthrough to new thinking and ways of behaving, as opposed to grudging compliance which is seen in some conflict avers organisations.

The focus of the day is on handling conflict using different influencing skills and a framework for conflict management, which can be used pro-actively to prevent conflict and restoratively to resolve conflicts that have broken out in teams.  

Participants are encouraged to reflect upon their own experience of conflict in organisations and to generate their own principles for effective conflict management.

Coaching and Developing Others
Course Lecturer:
Anne Stenbom

Anne has over 25 years business experience with large multi-nationals, predominantly in the IT sector, which she has used as a platform to develop her training and coaching career. She has held management positions in marketing, marketing communications, corporate communications and training. The nature of Anne’s work has always been customer-focused in an international environment, which explains her total commitment to promoting positive and open communications.  She is able to engage and enthuse people on all levels of the organisation and from many different professional and cultural backgrounds. Anne develops and runs a wide range of training for corporate clients around the world, focusing on working effectively across cultures, and managing international teams. She has delivered coaching programmes and individual coaching for global executives across Europe and in the US and Asia.  Her qualifications include a BA Joint Honours in Modern Languages (French and German) and an MBA from the Open University Business School in the UK.  Anne is currently completing a programme to become an accredited coach for global executives.  Anne has lived with her family in Malaysia, Germany and the UK. She now works across Europe from her base in Stockholm, Sweden.  Her training style is very much “hands on” for all involved – learning by doing, and having fun!  

Learning Aims:

	What is Emotional intelligence?
	· We clarify the EI methodology and elicit from the group its relevance to leadership. 

· Participants understand implications for learning, from recent neuroscience research.

	Key coaching competencies
	· Participants understand how the key EI competencies of self-awareness and empathy can lead to outstanding coaching.

	Expectations and EI
	· Participants see how positive and negative expectations of others can become a self-fulfilling prophecy.

	The Empathy test!
	· Participants receive feedback on how clearly they empathise with others.

	When and how to practice coaching?
	· Discuss expectations of managers at participants’ organisations.

· Identify the barriers to coaching, and practical opportunities to coach others.

· Self-assess against a profile of qualities/competencies.

	Coaching Techniques & Tools
	· Review and practice a range of coaching skills and techniques. 

	Coaching practice
	· Participants give and receive feedback on key EI competencies for effective coaching.

	Learning and reflection
	· Learning is recorded through the day, to feed into the action plan.

	Action planning and Peer coaching 
	· Create a realistic plan to integrate coaching and Emotional Intelligence.


Faculty Biographies
Dr Svenja Tams (DyMC 1 & Tutor, Full-time MBA)

Course Coordinator, ‘Developing your Managerial Competence’ Programme Stream

Lecturer in Organizational Behaviour

s.tams@bath.ac.uk
Svenja teaches diverse audience, currently largely at post-graduate, MBA and executive levels. Thereby, she draws on her international experience, including previous work in industry and consulting. Svenja started her career during the early days of the dot-com era as a product marketing manager for AT&T Europe. In her subsequent career in industry and consulting, she also gained experience across a variety of sectors, including: automotive, energy, engineering, finance, FMCG, and non-for-profit organizations. 

Svenja Tams completed her PhD at London Business School. Her research addresses issues related to careers, learning and leadership in changing times. It is based on the assumption that many people’s work experiences over time are of a boundary-spanning, self-directed and value-based nature. Currently, she focuses on the following themes: self-directed career development; professional networks; responsible careers; the context of transformative leadership development. Svenja is a qualified MBTI practitioner.
Clare Stott (DyMC 1 & Tutor, Executive MBA)

MBA Career Development Manager


c.b.stott@bath.ac.uk
Clare has worked in both the public and private sectors in HR and management development as well as in management consulting. Previous employers include House of Fraser, the Burton Group and the NHS, followed by consulting with KPMG Management Consulting and specialist education, research and consulting organisation, FEDA. In her consulting career she has led assignments across organisations ranging from public utilities, global technology companies and other major multinationals, through to owner managed businesses and professional associations. In addition, Clare has devised and led a national leadership programme for the FE sector, and conducted research into women principals’ career paths, HR issues in merger and student stress.
Clare joined Bath to set up the School's specialist MBA Careers function in 1999. This role involves one to one and group work with students, liaising with corporate clients, and ongoing development of a range of services to MBA students. Clare is MCIPD qualified as well as a BPS approved user of personality and ability tests, and has recently completed the Henley Certificate in Coaching.
Professor Russ Vince (DyMC 2 & Tutor, Full-time MBA)

Professor of Leadership and Change

R.Vince@bath.ac.uk
Russ Vince is Professor of Leadership and Change in the School of Management and the School for Health at the University of Bath. His research interests are in organizational learning, leadership and human resource development. His most recent books are: ‘The Handbook of Experiential Learning and Management Education’ (Oxford University Press, 2007), ‘Rethinking Strategic Learning’ (Routledge, 2004) and ‘Organizing Reflection’ (Ashgate, 2004). Russ is Editor-in-Chief of the international academic journal Management Learning. He is an International Advisor to the Doctoral School of Organisational Learning, Copenhagen, Denmark; Academic Director, the Leading Consultation programme, Paris, France; and a Member of the Research Steering Committee of the Association of Business Schools. Russ has worked as an Associate Consultant with the Ashridge Consulting Group and the International Institute for Organisational Change, Geneva. He is an internationally recognised expert in organisational learning and action learning. He has recently run the ‘transforming leadership’ programme for chief executives and senior managers in the North East region of the UK. 
Additional Course Tutor Biographies
In addition, we are working with a team of highly qualified course tutors to facilitate selected sessions and mark learning papers and portfolios. 

Marilyn Brooks (Tutor, Full-time MBA)
ESRC Research Fellow, International Centre for Higher Education Management
M.C.Brookes@bath.ac.uk

Mari Brookes is a higher education consultant.  She has worked within higher, professional and community education for over 13 years, principally in the areas of personal development, commercial management and student pastoral care.  Her career has spanned the fields of Performing Arts, Marketing and Academia.    

Mari's passion for study abroad and her track record in successfully directing U.S. customised study abroad programmes has led her to undertake a PhD programme at the International Centre for Higher Education Management (ICHEM), University of Bath, United Kingdom. Her research interests are in the internationalisation of U.S. Higher Education as ‘business’; specifically leaders ‘sense-making’ within organisational change.

Peter Graham (Tutor, Full-time MBA)
FME Fellow

P.R.Graham@bath.ac.uk

Peter has spent the last 3 years transitioning from commerce to an academic career via a PhD and teaching at Bath. He has previously been a Director of Executive Development at Cranfield, a consultant with the Haygroup (HR consultants), a Naval Officer, and semi-professional pianist. His areas of expertise include managerial performance and development, reward and Organisation culture/change. He has had a disorganised career resulting in personal/consulting experience in public and private sectors, with organisations such as Anglo American, Warburtons,  DWP and was a key consultant in the setting up of the National Crime Squad. 

Peter’s PhD research is on management consultants – particularly issues of client relationship and power and their image as ‘business witchdoctors’. He writes and teaches on this issue and is a judge on the Management Consultancy Association’s annual awards scheme. 

Maggi Preddy (Tutor, Executive MBA)
MBA Admissions Manager


M.A.Preddy@bath.ac.uk
Maggi spent much of her early career in various project management and operations roles across both the public and private sectors before consolidating her change management experience as Head of Corporate Communications at South Gloucestershire Council. She has a track record of working at board level to implement significant change programmes including ‘brand development’ and restructuring. 

For the past 7 years Maggi has worked with the MBA Team at Bath using her wide range of experience to coach individuals as they embark upon the programme for reasons of personal development, to achieve a career shift, or to build relationships and improve their performance within their organisation. Maggi shares her passion for helping people unlock their own potential to produce great results within their organisations. In an increasingly complex and fast paced world, she believes that competitive advantage is primarily achieved through the discretionary effort of people at every level within the organisation.
Adrian Underhill                                
Learning Set Facilitator

adrian.underhill@dial.pipex.com

Adrian Underhill’s consultancy practice focuses on assisting leaders to learn richly from their experience, using action inquiry, reflective practice and attention to personal presence, and also on connecting up individual and organizational learning. He is a facilitator and faculty member on the Leaders UK programme (a Cabinet Office initiative developing connected-up cross-sectoral leadership in UK public services).

Adrian has worked in adult education (ELT sector) as school director and as principal of the International Teacher Training Institute, and on related projects in many countries through ministries of education and the British Council. He is editor of the Macmillan Handbooks for Teachers series, and has been chair of a large international educational charity (IATEFL).

Adrian is accredited in the use of the Leadership Development Framework; in the facilitation of Six Category Intervention Analysis (for developing mentoring and leadership skills) and in Dimensions of Facilitator Style. He has a post-graduate diploma in Group Facilitation (Surrey University) and an MSc in Responsibility and Business Practice (Bath University). He is following a part time PhD programme at Bath University in the Centre for Action Research in Professional Practice (CARPP). He is an improvising musician, organic gardener and drinker of quality tea.

Course Administrators
	Hannah Filer (Executive MBA) 

mba-parttime@management.bath.ac.uk
Tel: 01225 383 871

Fax:   01225 386 473
	Judith Newton (Full-time MBA)

mba-fulltime@management.bath.ac.uk
Tel: 01225 383 487      




Working with Peers

Creating and maintaining a community of peer learners is facilitated by fostering the following values. 

Trust 
Trust in our own development results from having more confidence in our personal values and choices. Trust in relations with each other arises when our interactions are characterised by respect, honesty, reliability and without fear. For example, we can foster trust in this module if we treat information that others reveal to us with respect and confidentiality. 
Openness
Openness is an attitude characterized by readiness to receive (especially impressions and ideas). In this module be prepared to be exposed to – and at times puzzled by – novel ideas and diverging perspectives. 

Relevance
Our learning is relevant if it is related to our life and work activities. Your faculty and facilitators share their experiences with you, but you are the one who can make this learning relevant to your working life.

Responsibility
As adults, we can take responsibility for our actions and learning, and the systemic consequences of such action and learning. It doesn’t mean that we achieve and grow on our own, or without being able to ask others for assistance. Responsibility means that we develop the capacity to develop our own well-being and contribute to that of our social and natural environment. 

Justice
Justice allows us to look dispassionately and fairly at issues from all sides. We seek to allocate resources in a fair way. This doesn’t always mean that we treat everyone equally, but we use transparent processes to make choices about the allocation of resources and rewards.

Diversity
By accepting the value of diversity, we can appreciate and work with our differences. When working with diversity, we can find answers and solutions that serve the whole, rather than isolated parts of the whole.

Beauty 
Beauty emphasises the aesthetic, harmonious, and joyful side of our learning. All too often, this value is neglected in the serious world of organizations. In this module, you are encouraged to refer to a poem, quote, image or metaphor that captures the essence of your learning.

Emergence
By valuing emergence we allow new insights to arise rather than control for pre-defined outcomes. In this module, emergence can occur in the open-ended, semi-structured conversations among individuals. It can happen when two opposing thoughts clash with each other, and a new perspective emerges. Emergence in this context means that this module is not ‘for consumption only’. Your experience will only be as good as you are contributing to its creation.
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