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Distributive leadership for learning and teaching: Developing the 

Faculty Scholar model  

 

Background  

Managing change and leading institutes in new directions can no longer be supported strategically 
by a hierarchical leadership organisation that supports the notion of heroes or born leaders.  In 
order for a new generation to lead universities, we need to prepare them to take on leadership 
roles for a very different higher education system (Taylor & Knight, 2001). McKenzie et al 
(2005) in their recommendation to the Carrick Institute identified the importance of professional 
development for leaders at all levels, not only to improve skills and share practice but to “value 
teaching and teaching innovation” (p171) and to “encourage the development of cross-
institutional networks” (p172). In addition, Southwell et al. (2005) recommended in their 
dissemination strategies the need to: “Develop and support leadership and management capacity 
building programs that incorporate a distributed and multi-level concept of leadership practice in 
the higher education sector” (p.61). This proposal addresses these needs. 
 
Distributive models of leadership provide opportunity for a dispersal of power within and across 
the institution in order to provide multi-level leadership that supports an objective of the Carrick 
Institute “to promote and support strategic change in higher education institutions for the 
enhancement of learning and teaching” (Carrick Institute, 2005). This proposal addresses a need 
for system wide development for leadership for teaching and learning that moves beyond 
management and administration to provide a context where there is multi-level empowerment 
within the community of scholars to work collegially and collaboratively to improve learning and 
teaching. It moves from notions of leader as individual to leader as first amongst peers, 
acknowledging the ability of people at many levels to take leadership for different aspects of 
teaching and learning (Knight & Trowler, 2001). We define distributive leadership as a 
distribution of power through the collegial sharing of knowledge, of practice, and reflection 
within the sociocultural context of the university (Dinham, 2006; Knight &Trowler, 2001, 
Bennett, 2003). The development of a framework for this distributive model provides opportunity 
for leading systemic and cultural change within institutions by embedding it in institutional 
practice.     
 
In the first stage, this project uses a distributive framework to develop leadership skills in learning 
and teaching in two partner universities. The two universities have agreed to partner due to 
similarities in size, regional positioning, and current mission i.e. developing a learning-intensive 
culture within a research-intensive culture. In the second stage, two additional Universities will be 
involved as the leadership framework is trialed and refined using a ‘cascade approach’, whereby 
the leaders from the first stage universities mentor the second stage universities through the 
implementation phase (Fullerton & Bailey, 2001; McKenzie et al, 2005).  Flinders University has 
already agreed to participate as a cascade partner in the second stage of the project and one 
additional cascade partner will be sought during the implementation phase. 
 
This project builds on current university strengths as each of the first stage universities is 
implementing an internal Faculty Learning & Teaching Scholars program, which partners a small 
network of faculty based academics with a mentor in a central academic development unit to 
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achieve strategic change initiatives related to learning and teaching both within faculties and 
within the institution.  This proposal aims to expand the Scholars model to include the 
development of leadership capacity via cross institutional consultation and collaboration, whilst 
maintaining the importance of the use of authentic projects as vehicles for change. Figure 1 
provides a graphical representation of how the model will work. 
 

 

Rationale and aims 

The project addresses a need to identify a framework to support capacity building for leadership 
within higher education. It builds on a successful model for change that has been implemented 
elsewhere and adapted by the lead institutions (see Southwell & Gilding, 2004). It relates to 
priorities in both universities, as it is part of a model of interaction and networking between 
central units and faculties. The original Faculty Teaching and Learning Scholars programs in 
UTAS and UOW aim to support faculty based staff development initiatives to disseminate good 
teaching practice through sharing of expertise within faculties. The initiatives also support the 
development of a cross-faculty network to encourage dissemination of knowledge and ideas. This 
integrative approach to staff development teams the network of scholars with a facilitator from 
the central academic development unit (see Hicks, 1999). The current program in both 
universities is completing its first cycle with reports from the scholars presented to faculty and 
university forums and written reports tabled at Senate (UTAS) and UEC (UOW) as they are 
finalised. The next stage will include authentic action research tasks related to assessment that are 
strategically important to the university (e.g. improving assessment outcomes in large first year 
classes), which will be presented for refinement and feedback to a roundtable of academic peers. 
 
Key to improving the current programs is the explicit development of leadership skills and 
capacity, the opportunity to provide leadership for a roundtable and the mentoring of the 
participants by Strategic Leadership Coaches from the senior executive in each institution, 
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ensuring a two-way information flow about change initiatives. A further improvement is a way to 
cascade the model through the mentoring of Stage 2 participants, by the Stage 1 participants to 
develop further a cross-institutional network of scholars, and to provide opportunities for the 
scholars to develop national leadership skills.  
 
We believe the development of leadership capacity in learning and teaching is essential if we are 
to improve student learning outcomes. The theoretical framework is based on a two-way 
distributive model to provide opportunity for multi-level development of leadership capacity in 
learning and teaching. It moves from a delegation model to a focus on the “developmental aspect 
in that [the participant] is encouraged and supported to take on a new role”, (Dinham, 2006). The 
key focus of this project is to support the development of skills for leading systematic 
improvement in teaching and learning. The Cascade dissemination model is based on the Effects 
Project in the UK (Fullerton & Bailey, 2001; McKenzie et al, 2005).  
 
The aims of the project are: 

– To develop and trial a leadership capacity building framework for teaching and learning 
that will be available across the sector 

– To develop cross-institutional networks to support the adoption and adaptation of this 
leadership framework for multiple contexts 

– To develop resources to support this framework that will be available and accessible to all 
institutions 

Outcomes and deliverables 

Three overarching outcomes are addressed through this project 
a) a framework to support capacity building for leadership in higher education 
b) creation of learning and changed practice within the cross-institutional teams 
c) research will feed into the policy and theories of academic development 

 
Evidence for these outcomes will be provided through: 

– A distributive leadership development framework that can be adapted for the local context 
by the cascade stage partners 

– A group of new leaders of teaching and learning in six institutions across Australia 
providing a critical mass for extending the network within and across institutions 

– A roundtable organised and facilitated by the scholars to receive feedback on their 
teaching research from their peers  

– Resources to support leadership development 
– Resources to support assessment development 
– Publications about the leadership framework and the personal experiences of those 

involved in improving assessment  
 
A central repository will be established within the existing structures of EdNa Online, and will be 
available so resources can become part of Carrick’s future Resource Identification Network. This 
will provide opportunity to share leadership resources developed, as well as the task based 
resources developed including the reports from a roundtable, conducted by the scholars to both 
share and receive feedback on their activity from their peers. A discussion group for participants 
of the program and the roundtable will be established to provide a knowledge sharing context for 
network development. This will then move beyond just sharing the leadership resource kit and the 
resources developed from the roundtable, to include the sharing of the leadership development 
model through mentoring of the second generation participants by the first generation 



 
 

6 

participants, essentially scaffolding the development of a community of teaching and learning 
leaders. Support will also be provided to produce collaborative conference and journal papers to 
encourage further reflection on the experience.  

Literature review 
This project will provide support for the development and understanding of a distributive 
leadership framework in higher education, since much of the research is currently focused at the 
school level. The literature on leadership for learning and teaching in higher education indicates 
that current frameworks for leadership capacity building will not meet the changing needs of 
institutions in the future (Knight & Trowler, 2001, Taylor, 1999; Southwell et al., 2005). Bennett 
et al (2003) provide a comprehensive review of the literature that indicates that there is a lack of 
consensus for the terminology and a limited research in the area, with the central focus on school-
based research, a not uncommon source for leadership models in higher education (e.g. the work 
of Michael Fullan). Terms of use related to this model include dispersed leadership, distributed 
leadership (with a focus on delegation), and distributive leadership (Bennett et al, 2003; Gronn, 
2002; Knight & Trowler, 2001). We use the term distributive since it implies a distribution of 
power within the sociocultural context of universities, and a sharing of knowledge, of practice and 
reflection through collegiality (Dinham, 2006; Knight& Trowler, 2001).  
 
This aligns with theoretical frameworks for building networks and communities of practice and 
situated learning theory, both of which underpin the Faculty Scholars model (Lave & Wenger, 
1991, Wenger, 1999; Wenger, McDermott & Snyder, 2002). Although talking about leadership in 
the school system, West-Burnham (2004) identified “… emphasis on the leader (as individual) is 
inappropriate and needs to be replaced by recognition of leadership as a collective capacity that is 
reflected in structures, processes, and relationships”, (West-Burnham, 2004, p. 1). The added 
dimension of a distributive leadership framework moves “the focus from leaders to a focus on 
leadership” and West-Burnham (2004) identifies four key factors to be addressed: “building trust; 
redesigning jobs; changing organisational structures; and creating a learning culture” (p. 2). This 
project will provide opportunities to address these factors. 
 
Aligning with this belief in a distributive leadership model are the principles of authentic learning 
such as authentic contexts and tasks, multiple roles and perspectives, the collaborative 
construction of knowledge, coaching and scaffolding [by a mentor], and evaluation (Herrington & 
Herrington, 2006). This project provides support for the development and understanding of such a 
framework at many levels in the institutions, which already display a readiness for change 
through their current Scholars’ programs. Authentic tasks for the second phase institutions will be 
determined by their own university’s needs and alignment to their learning and teaching strategic 
plans. 
 
Whilst the Faculty Learning and Teaching Scholars program is a relatively new initiative at both 
institutions, it is not a new phenomenon in higher education where as early as the 1990s academic 
developers were identifying the need for more strategic partnerships between faculties and central 
units to provide leadership for improving learning and teaching. Descriptions of such 
implementations are reported in the literature as the devolution of academic development to the 
faculties though limited evaluation has been conducted to provide evidence of the impact on 
leadership for improving teaching and learning (Radloff, 2000; Southwel1 & Gilding, 2004). 
Others report similar schemes for supporting the implementation of new learning technologies 
(McNaught and Kennedy, 2000; Ingram and Thomson, 2001), however we found no reports in the 
literature on the authentic learning approach through a distributive leadership model. Ingram and 
Gilding do provide a comparison of a developmental leadership model and draw on the literature 
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of communities of practice, an approach that is closely related to the distributive model whereby 
the supportive development of networks underpins the leadership development3 (Ingram & 
Gilding, 2002, 2003; Wenger, 1999; Lefoe, Hedberg & Gunn, 2002). They also compare earlier 
teaching associate schemes with the CATLyst model and report lack of support from more senior 
management and particularly lack of funding to support a workload balance often means the 
demise of the scheme (Southewel1 & Gilding, 2004). Their evaluation of the CATLyst model 
identified the strengths to include faculty ownership of staff development, a better understanding 
of disciplinary differences, improved relevance for other faculty members of staff development 
activities and resource sharing through the network (Southwell & Gilding, 2004, p 172). This 
project will provide opportunity to draw on such current developments and to evaluate the 
implementation of this strategy within a distributive leadership framework. 

Approach 

The project design includes two stages: the development & implementation stage, and the cascade 
stage with an iterative evaluation process to support ongoing improvements. Each of these is 
described in turn. 
 
Stage 1: Development and implementation  
In the development phase, the project manager will be employed and the project plan will be 
refined and developed. Also in the Development Stage, each university will identify three 
participants to engage in the project, selected from academics with the potential to be change 
agents in learning and teaching within their faculties and institutions. Leaderships Scholars may 
include people, for example, who are established academics and have demonstrated leadership 
initiatives in teaching related activities within the faculty or institution. It may also include those 
who are deputy heads of program, or deputy chairs of university education (sub) committees. The 
Universities will make a financial contribution of $10,000 per scholar to reduce their current 
workload in recognition of the time required to participate and complete their projects. 
 
Each institution will also provide a strategic leadership mentor who is a senior person in their 
university to support the leadership scholars as an in kind contribution.  Scholars will also receive 
support from each other and from the identified facilitator through the central learning and 
teaching support unit to engage in the task, which will use an action learning approach, involving 
a cycle of action and reflection (Dinham, 2006). As part of the reflective focus in the 
implementation phase the Leadership scholars will maintain a reflective journal and participate in 
communication and resource sharing through a cross institutional online collaborative space. An 
evaluation plan that includes both formative and summative activities will be developed in 
collaboration with all members of the team, based on an eclectic evaluation model (Reeves & 
Hedberg, 2003). A member of the external reference group will be invited to contribute to 
facilitate this development and to provide feedback on its progress.  
 
Initially during implementation, the six scholars will come together for a three day residential 
leadership program to develop relationships with the other institution, to formulate and discuss 
the aspects of their assessment project, and to participate in leadership training. Also at this 
workshop, the three scholars for each institution will determine an authentic task related to 
assessment that aligns to their faculty’s strategic goals.  They will lead the implementation of this 
authentic project in their faculty. At the same time, institutional support and cross-institutional 

                                                
3 I wish to acknowledge the contribution of Deborah Southwell and the 2004 CATLysts at UWA for their generosity in sharing details of their 
initiative, which have assisted in the development of the UOW program. 
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support will lead to modification of the distributive leadership framework through collaboration 
between the Leadership Scholars at the two universities, with leadership development workshops 
and mentoring to support the scholars. This stage will result in the refinement of a distributive 
leadership framework to be used in the next stage, following evaluation.  
 
At the end of the implementation phase, the scholars and the facilitators will coordinate and 
facilitate a roundtable in the chosen area, involving other academic staff from their own and other 
universities, leaders in the field identified through professional associations as well as invited 
participants from other universities who indicate an interest in participating in the next stage.  
Finally, the first generation participants will become key supporters for the second generation 
participants by providing mentoring for the 2008 program. 
 
Stage 2: Cascade  
The participants from each university will mentor and support implementation in two partner 
universities. The second stage of the program will ensure the knowledge and understandings for 
both leadership development and the authentic tasks will be cascaded to a further two institutions. 
This stage of the program will be based on the distributive leadership framework resource 
developed during the developmental stage, which will be continuously evaluated and validated 
during the project.  

 
We believe that the collaboration across two universities plus the next stage of mentoring the 
second generation is the context in which our Learning & Teaching Leadership Scholars can 
develop their national leadership skills. If the model is successful then the cascade should 
continue, involving eight universities in the third year and so on. 
 
A detailed timeline for the project is attached as Appendix 1. 

Values and principles 

This project is based on a belief in the value of collegial networks and the importance of 
distributive leadership model where individual strengths are valued and included at every level of 
the institution.  It is also predicated on the importance of mentoring and coaching, the importance 
of on-going support for new leaders and the need for strategic leadership to embed change. The 
engagement of all members of the team will be critical to the success of this project. The 
strategies to support this development include explicit leadership training tailored to meet the 
needs of the participants. In addition, they will be mentored by a member of the senior executive 
to ensure two way benefits that acknowledge the importance of the project. Finally, the 
dissemination strategies move beyond information provision through the cascade model to engage 
the Scholars in leadership activities beyond their own university through a roundtable and their 
mentoring roles in the next iteration. 

Leadership Roles 

Since the project aims to bring about systemic change through a distributive leadership 
framework, the project itself will also model this practice, with dispersed leadership roles.  The 
primary responsibilities and an indicator of time required for each role is outlined in Table 1.  
 
Role  Responsibilities Time  

Project Leader ·  overall responsibility for the project  
·  supervision of contract and casual staff 

1 day/week with 
additional day 
for first half 
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Role  Responsibilities Time  

·  ensure project completed on time and to budget 
·  support communication and collaboration between the groups 

and institutions 

2007. 

Project Manager 

 

·  manage the day to day running of the project  
·  collaborate with the project team and facilitators to develop a 

detailed plan and milestones  
·  coordinate the three day leadership program 
·  facilitate communication and resource sharing through the 

collaborative space 
·  draft reports and oversee the development of resource 

materials  
·  manage the on-going evaluation of each phase of the project 

in collaboration with the evaluation adviser, leadership 
scholars, the project leader, the facilitators and the project 
teams. 

2006-2007 
2 days/week or 
equivalent over 
year 
 
2008 1.5 
days/week or 
equivalent over 
year 

Project Teams 

 

·  oversee the project including participation in the development 
o f the detailed project plan and the evaluation of the project 

·   participate in the appointment of the project manager 
·  communicate and collaborate with the facilitator and the 

leadership scholars 
 

Meet each three 
months within 
institution and 
twice p.a. cross-
institution 

Facilitators 

 

·  key contact people in the institution from the teaching and 
learning unit to facilitate liaison and communication between 
the institutions in collaboration with the Leadership scholars 
(Project Leader is also facilitator at UOW)  

·  work closely with the leadership scholars in all aspects of the 
project  

·  facilitate and present presentation in collaboration with the 
Leadership Scholars on the project to HERDSA in 2007 to 
seek future partners  

0.5 days/week 
Fortnightly 
meetings with 
the scholars; and 
three monthly 
meetings with 
the project team 

Strategic leadership 

coaches 

 

·  member of the senior executive of the university  
·  provide mentoring and coaching for the leadership scholars  
·  support the development of skills and knowledge based on a 

sound understanding of the strategic direction and change 
environment within each institution. 

Approx 2 hour 
per month; 
attend 1 day of 
the leadership 
course for 
presentations on 
scholar’s goals 

Leadership Scholars  

 

·  lead a faculty based initiative in an aspect of change 
management to improve assessment within the faculty or 
school (authentic task) 

·  participate in institutional and cross institutional networks 
and support 

·  provide leadership for planning and developing a roundtable 
to share the outcomes of their project  

·   in the cascade stage, provide leadership at a national level to 
mentor other universities to implement the program, ensuring 
opportunities for further leadership development beyond their 
initial project 

·  Collect and prepare resources related to authentic task 
·  Maintain a reflective journal and participate in evaluation 

processes through out project 
·  Write conference papers/ journal articles and submit before 

end of 2008 

Teaching release 
provided by 
institution for the 
equivalent of .5 
days/week for 
one year (2007); 
additional time 
for leadership 
training and 
preparation of 
materials for 
publication; 
mentoring of 
cascade partner 
in 2008 (.5 
days/month)  

Cascade Partners 

 

·  Flinders University has agreed to participate in the second 
stage and another Australian partner will be sought at the 
HERDSA conference in 2007 

·  Adapt the leadership material for own context  

2008 
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Role  Responsibilities Time  

·  Implement program in 2008 
International 

Reference Group 

 

·  provide monitoring and feedback throughout the project and 
links to international projects 

·  provide feedback and advice on evaluation processes 

5 days per 
annum 

 

The relationships between the roles are demonstrated in Figure 2, showing the flat model of 
leadership that is used across the various groups. All relationships are indicated as two-way to 
demonstrate the benefits to all members of mentoring and networking relationships. 
 

   

Evaluation 

An important component of the evaluation of the project is an iterative process of evaluation that 
involves all stakeholders in revue and refinement of the program and the leadership framework 
itself. The First Stage project teams in collaboration with a member of the International Reference 
Group will design the evaluation process using a model for evaluation designed by Reeves and 
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Hedberg (2003) which identifies six stages in the evaluation process: review, needs assessment, 
formative evaluation, effectiveness evaluation, impact evaluation and maintenance evaluation. 
The final two stages will be conducted after the funding stage as both need to be conducted after 
at least two years of implementation.     
 

Dissemination and sustainability  

The project will develop leadership capacity within each institution that is involved in ongoing 
leadership development with a new group of scholars prepared to mentor in the following year.  It 
is expected that the scholar will then take a leadership role for teaching and learning within their 
faculty and institution, as well as providing advice and guidance during the 2008 program.  
 
Our dissemination strategy will provide support for the development of collaborative leadership 
skills through the two participating institutions, cascading to two new partners in the second 
stage. Within the institutions involved, dissemination will also occur across the faculties through 
the multilevel involvement of participants and through more established channels such as 
workshops and faculty based activities. A discussion group for participants of the program and the 
roundtable will be established to provide a knowledge sharing context. As a strategy to engage 
users this will be supported by the facilitators to ensure relationships are developed across the 
first stage institutions. In the second stage, scholars and facilitators from the first stage institutions 
will mentor, collaborate, and share resources through this space to support the cascade stage of 
the project. By sharing the leadership development framework though mentoring of the second 
generation participants by the first generation participants, we are scaffolding the development of 
a community of teaching and learning leaders. 
 
At the national and international level, the roundtable will provide further opportunity to share 
knowledge and understanding about the process and this will be further linked to national staff 
development associations through symposiums and conference presentations or journal 
publication in order to raise awareness of potential users of the program.  
 
References 

Bennett, N., Wise, C., Woods, P., & Harvey, J. A. (2003). Distributed leadership: Full report (A review of the literature): National College of 

School Leadership. Retrieved Feb 15, 2006, from http://www.ncsl.org.uk/media/F7A/87/bennett-distributed-leadership-full.pdf 

Curtis, S. (1998). Project LEAD: Leading and evaluating advancements in delivery. Progress Report (Unpublished). Wollongong: University of 

Wollongong.  

Dinham, S., Aubusson, P., & Brady, L. (2006). Distributive leadership through action learning. Paper presented at the 15th International 

Educational Leadership Conference, University of Wollongong, 15th-16th February 2006.  

Fullerton, H., & Bailey, P. (2001). EFFECTS Final Report. Retrieved Feb 15, 2005 from 

http://www.elt.ac.uk/ELT%20documents/EFFECTS/finalreport.pdf 

Gray, K., & McNaught, C. (2001). Evaluation of Achievements from Collaboration in a Learning Technology Mentoring Program. Paper 

presented at the Meeting at the Crossroads. Proceedings of the Annual Conference of the Australasian Society for Computers in Learning in 

Tertiary Education (ASCILITE 2001) (18th, Melbourne, Australia, December 9-12, 2001) 

Gronn, P. (2002). Distributed leadership as a unit of analysis. The Leadership Quarterly, 13(4), 423-451. Retrieved Feb 15, 2006, from 

http://www.sciencedirect.com/science/article/B6W5N-460DPBH-2/2/3765ab8c5c74f71473461e8d14686c3d 

Herrington, A., & Herrington, J., (2006). Authentic Learning Environments in Higher Education. Idea Group Inc  

Higher Education Academy. Retrieved March 1, 2006 http://www.heacademy.ac.uk/changeacademy.htm  

Hicks, O. (1999). Integration of central and departmental development - reflections from Australian Universities. The International Journal for 

Academic Development, 4(1), 43-51. 



 
 

12

Ingram, D. M., & Thompson, E. (2001). CATLysts for change: A university network for advancing teaching and learning. Paper presented at the 

Proceedings of the 24th Annual Higher Education Research and Development Society of Australasia (HERDSA) Conference (July 8 -11, 

2001). Newcastle, New South Wales, Australia. 

Ingram, D. M., & Gilding, A. G. M. (2002). Centralised decentralised professional development models: Supporting the long term use of 

information and communication technology (ICT) in higher education. In C. G. A. Williamson, A. Young and T. Clear (Ed.), Winds of 

change in the sea of learning: Proceedings of the Australasian Society for Computers in Learning in Tertiary Education (ASCILITE) 

Conference (Vol. 1, pp. 299-309). Auckland, New Zealand: UNITEC Institute of Technology.  

Ingram, D., & Gilding, A. (2003). Centralised decentralised professional development models: Leadership, identification and negotiation. Paper 

presented at the 26th Annual Higher Education Research and Development Society of Australasia (HERDSA) Conference (July 5 - 9, 2003). 

Christchurch, New Zealand. Retrieved February 23, 2004, from http://surveys.canterbury.ac.nz/herdsa03/pdfsnon/N1091.pdf 

Knight, P. T., & Trowler, P. R. (2001). Departmental leadership in higher education. Buckingham: SRHE & Open University Press. 

Lave, J., & Wenger, E. (1991). Situated learning: legitimate peripheral participation. Cambridge [England]; New York: Cambridge University 

Press.  

Lefoe, G. (2003). Characteristics of a supportive context for distributed learning: a case study of the implementation of a new degree. 

Unpublished Doctor of Education, University of Wollongong. 

Lefoe, G., & Albury, R. (2004). Integrating innovation into the mainstream in a Faculty of Arts: obstacles and opportunities. In L. Cantoni & C. 

McLoughlin (Eds.), Proceedings of Edmedia: World Conference on Educational Multimedia, Hypermedia and Telecommunications, June 

21-26, Lugano (pp. 2919-2926). Norfolk: AACE. 

Lefoe, G., Hedberg, J., & Gunn, C. (2002). Forming Learning Communities in a Distributed Learning Environment: What role can technology 

play? In C. Rust (Ed.), Improving Student Learning: Improving student learning using learning technologies, Proceedings of the 2001 9th 

International symposium, Edinburgh (pp. 464 - 474). Oxford: Oxford Centre for Staff and Learning Development. 

McKenzie, J., Alexander, S., Harper, C., Anderson, S. (2005) Dissemination, Adoption & Adaptation of project Innovations in Higher Education 

Retrieved Dec 10, 2005 from http://www.carrickinstitute.edu.au/carrick/go/op/edit/pid/98 

McNaught, C, & Kennedy, P., (2000). Staff development at RMIT: bottom-up work serviced by top-down investment and policy. In Squires, D., 

Conole, G., and Jacobs, G. The Changing Face of Learning Technology (p95 – 109). Association of learning Technology, Wales Press, UK. 

Radloff, A. (2001) Implementing a devolved model of staff development across a decentralized campus. Retrieved Feb 18, 2004, from 

http://lsn.curtin.edu.au/goodpractice/case-sketches/radloff_a.html 

Reeves, T. C., & Hedberg, J., (2003). Interactive learning systems evaluation. Educational Technology Publications, Englewood Cliffs, New 

Jersey.  

Southwell, D., & Gilding, A. (2004) Centralised decentralized professional development models: The CATLyst network. In OLT 2004 Conference 

proceedings: Exploring integrated learning environments (pp. 167-174). Brisbane: TALS, QUT. Retrieved November 20, 2004, from 

http://oltfile.qut.edu.au/ 

Southwell, D., Gannaway, D., Orrell, J., Chalmers, D., Abraham, C. (2005). Strategies for effective dissemination of project outcomes. Brisbane & 

Adelaide: University of Queensland & Flinders University. Retrieved, from 

http://www.carrickinstitute.edu.au/carrick/webdav/site/carricksite/users/siteadmin/public/Strategies%20for%20Effective%20Dissemination%

20of%20Project%20Outcomes.pdf  

Stefani, L. (2003). What is staff and educational development? In P. Kahn & D. Baume (Eds.), A guide to staff and educational development (pp. 

9-23). London: Staff and Educational Development Publication, and Kogan Page 

Stevens, K. (2005). Promoting and Advancing Learning and Teaching in Higher Education: The Messages from the AUQA Reports: Carrick 

Institute for Learning and Teaching in Higher Education. Retrieved 15/02/06 http://www.carrickinstitute.edu.au 

/carrick/webdav/site/carricksite/users/siteadmin/public/Carrick%20AUQA%20Messages%20Report_Oct05.doc 

Taylor, P. G. (1999). Making sense of academic life: academics, universities, and change. Philadelphia, PA: Open University Press.  

Wenger, E. (1999). Communities of practice: learning, meaning, and identity. Cambridge: Cambridge University Press. 

Wenger, E., McDermott, R., & Snyder, W. (2002). Cultivating communities of practice: a guide to managing knowledge. Boston: Harvard 

Business School Press.  

West-Burnham, J. (2004). Building leadership capacity – helping leaders learn: An NCSL thinkpiece. Retrieved February 15, 2006, from 

www.ncsl.org.uk/media/F7B/92/randd-building-lead-capacity.pdf 

 



 
 

13

Appendix 1: Activity Timeline  

Stage 1, Preparation, 2006 
 
TASK METHODS/ NOTES A S O N D J F M A M J J 
 
Convene 
project 
group 

�  appoint project manager 
�  refine scope and project approach 
�  clarify roles and responsibilities 
�  identify leadership scholars 
�  appoint Strategic Leadership Coach in 

each institution  
�  establish communication and resource 

sharing facilities 
�  apply for ethics clearance at lead 

institution 

Ö  
Ö 
Ö 

 
 
 
Ö 
Ö 

 
 
 
 
 
 
 

 
 
 
 
 
 
 
Ö 
Ö 

       

External 
evaluation  

�  appoint external evaluation team 
�  agree iterative evaluation process 

   
 

 
Ö 

 
 

       

Design and 
develop 
leadership 
workshop  

�  focus group with 2006 scholars  
�  identify needs and review available 

resources and relevant literature  
�  develop draft leadership workshop and 

resources 

   Ö 
Ö 

 
 
 
 
Ö 

 
 
 
 
 

      

Feedback 
and 
evaluation 

�  first progress report to Carrick     Ö        

Stage 1, Implementation, 2007 

TASK METHODS/ NOTES J F M A M J J A S O N D 
Convene 
three day 
residential 
leadership 
program 
and 
develop 
resources 

�  develop program and facilitate 
workshop organisation 

�  evaluate program and resources 
�  refine process and resources  
�  goals and strategies defined by scholars 

for faculty initiative 

 Ö 
 
Ö 

 
 
 
Ö 

         

Faculty 
based 
project 
implement
ed 

�  initiate action research project 
�  meet regularly with mentor and 

facilitators 
�  share resources and reflections on 

process through diary and participation 
in cross institutional asynchronous 
discussions 

�  prepare for roundtable facilitation 

  Ö Ö Ö Ö Ö      

Feedback 
and 
evaluation  

�  second progress report to Carrick 
�  Presentation to HERDSA 
�   Invite partners for cascading stage 

     Ö 
 

 
Ö 

     

Convene 
Roundtable 
at UoW  

�  Organise 1 day roundtable 
�  invite key people and potential partners 

for cascading phase 
�   

     Ö Ö Ö     

Develop 
resources  

�  write up faculty projects and roundtable 
responses 

�  prepare journal articles and /or 
conference papers  

       Ö 
 
Ö 
 

Ö 
 
Ö 
 

Ö 
 
Ö 
 

Ö 
 
Ö 
 

 



 
 

14

TASK METHODS/ NOTES J F M A M J J A S O N D 
�  refine and share assessment and 

leadership resources 
Ö Ö Ö Ö 

Feedback 
and 
evaluation 

�  third progress report to Carrick            Ö 

Note: Shaded area indicates overlap in timeline 

Stage 2, Cascade 2007/8 

TASK METHODS/ NOTES A S O N D J F M A M J J 
Mentor 
cascade 
partners 

�  initiate dialogue with cascade partners 
to establish program 

�  review planning processes 

Ö            

 
Convene 
project 
group 

�  refine scope and project approach 
�  clarify roles and responsibilities 
�  identify 2008 leadership scholars 
�  appoint  Strategic Leadership Coach in 

each institution  
�  review communication and resource 

sharing facilities 

Ö  
Ö 
Ö 

 
 
 
Ö 
 
Ö 

 
 
 
 
 
 
 

 
 
 
 
 
 
 

       

Refine 
leadership 
workshop  

�  focus group with 2007 scholars  
�  identify needs and refine available 

resources 
�  adapt leadership workshop program and 

resources 

   Ö 
Ö 

 
 
 
 
Ö 

 
 
 
 
 

      

Convene 
three day 
residential 
leadership 
program 
and 
develop 
resources 

�  develop program and facilitate 
workshop organisation 

�  evaluate program and resources 
�  refine process and resources  
�  goals and strategies defined by scholars 

for faculty initiative 

      Ö 
 
Ö 

 
 
 
Ö 

    

Faculty 
based 
project 
implement
ed 

�  initiate action research project 
�  meet regularly with mentor and 

facilitators 
�  share resources and reflections on 

process through diary and participation 
in cross institutional asynchronous 
discussions 

�  prepare for roundtable facilitation at 
own institution 

       Ö 
Ö 
Ö 
 
 
Ö 

Ö 
Ö 
Ö 
 
 
Ö 

Ö 
Ö 
Ö 
 
 
Ö 

Ö 
Ö 
Ö 
 
 
Ö 

Ö 
Ö 
Ö 
 
 
Ö 

Feedback 
and 
evaluation  

�  Presentation to HERDSA or suitable 
professional associations (ongoing) 

�  Invite partners for next cascading stage 
(self funded) 

      
 

     Ö 
Ö 

Review 
project 

�  Summative evaluation report presented 
to all partners for feedback 

�  Final report to Carrick  

           Ö 

Develop 
resources –
self funded 
by 
institutions  

�  write up faculty projects and roundtable 
responses 

�  prepare journal articles and /or 
conference papers  

�  refine and share assessment and 
leadership resources 

           �  

Initiate 
next stage  

�  Ongoing             
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Appendix 3 
Project Champion: Professor Robert Castle 
Deputy Vice Chancellor (Academic), University of Wollongong 

Project Leader: Dr Geraldine Lefoe 
Senior Lecturer and Coordinator, Academic Development, Centre for Educational Development and Interactive 
Resources, University of Wollongong. 
Geraldine has over 30 years experience in education including roles as teacher and education consultant in the school 
system as well as 10 years experience as an academic developer at the University of Wollongong. She completed her 
EdD in 2003 entitled Characteristics of a supportive context for distributed learning: a case study of the 
implementation of a new degree. She has significant experience with project management and has made contributions 
to over 20 internal and external grants totalling more than $200K; national and international staff development 
consultancies in UK, Hong Kong and New Zealand; publications in staff development and ICT areas including co-
authored refereed book chapters (3), journal articles (7) and conference publications (16). 
Note: Professor Stephen Dinham will mentor Dr Lefoe through the implementation of this project. 
 
Project team, University of Wollongong Project team, University of Tasmania  

Professor Sandra Wills 
Director, Centre for Educational Development & 
Interactive Resources (CEDIR) 
 Sandra has 30 years international experience in the field 
of education and technology from primary through to 
university education. She has 140 publications including 
32 keynote papers and 35 educational resources; 
presented 76 unpublished conference addresses, 
including 58 keynotes; and attracted more than $2 
million in grants including CAUT, CUTSD and AUTC 
grants plus $1.3 million p.a. for 7 years for a Cooperative 
Multimedia Centre. Awards include ACS Lecturer of the 
Year and a Silver Core from the International Federation 
for Information Processing (IFIP) for services to 
computers in education as chair of several national and 
international conferences, boards and committees. 

Professor Gail Hart 
Pro Vice Chancellor (Teaching & Learning) 
Professor Hart has twenty years experience in the higher 
education sector in Australia including eleven years as an 
academic in the discipline of nursing. She was the 
inaugural Director of the Teaching and Learning Support 
Services (TALSS) Department at Queensland University 
of Technology and held this position for over five years 
before joining RMIT University as Pro Vice-Chancellor 
(Teaching and Learning). In August 2005, Professor Hart 
joined the University of Tasmania as Pro Vice-
Chancellor (Teaching and Learning) and as a member of 
the senior executive team. Professor Hart's professional 
expertise includes educational development, the 
application of educational technology and work 
integrated learning. 

Professor Steve Dinham 
Professor of Pedagogy and Educational Leadership, 
Australian Centre for Educational Leadership,  
Faculty of Education 
Professor Stephen Dinham has successfully conducted 
more than 40 funded research projects, has over 110 
publications and has made over 230 conference 
presentations.  He has chaired the NSW Minister for 
Education and Training Quality Teaching Awards since 
their inception in 2000 and in 2005 was awarded the Sir 
Harold Wyndham Medal by the Australian College of 
Educators for his contributions to education and 
education research. 
 

Dr Pam Allen 
Senior lecturer, Asian Studies, Faculty of Arts 
Dr Allen has held leadership positions in including 
Acting Associate Dean for teaching in 2004. She is 
widely recognized for her leadership in teaching and has 
been awarded a Vice Chancellor’s Award for Excellence 
in Teaching (UTAS). Dr Allen’s skill in innovative 
delivery and design has been recognised in the wider 
educational community. She is regularly asked to deliver 
professional development programs for teachers of 
Indonesian and/or Asian Studies in both the State and 
private school systems in Tasmania. She has been the 
recipient of several institutional teaching and research 
grants and has been an inaugural faculty scholar at UTas.  

Associate Professor Tony Herrington 
Adult Education & IT in Education and Training, 
Director IT, Faculty of Education 
Associate Professor Herrington has over 30 years 
experience in education as a school teacher and 
university teacher.  He has been in his current position 
for three years as associate professor in adult education 
and IT in education and previously spent 18 years 

Dr Merle Iles  
Lecturer, Centre for Advancement of Learning & 
Teaching  
Dr Iles has more than 25 years tertiary teaching 
experience in a broad range of educational areas. Her 
research interests include relationship between language 
and learning, online teaching and learning, non-
traditional forms of assessment in tertiary education, role 
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university teaching in adult education and mathematics 
education at ECU. He has been a visiting scholar at San 
Jose State University & University of Georgia, USA. He 
has been principal investigator in two CAUT/CUTSD 
grants and has over 60 publications in the area including 
a recent book on authentic learning.  
 

of students as partners in the co-construction of 
curriculum and assessment. Her most recent research 
projects include mapping online discussions as contexts 
for teaching and learning in the middle years of 
schooling; the use of IELTS in university selection 
procedures, and international postgraduate students' 
perceptions of teaching and learning in the Faculty of 
Business  

Associate Professor Rebecca Albury 
History & Politics, Faculty of Arts  
Chair, Excellence, Diversity & Innovation in Teaching 
Subcommittee (EDITS) of the University Education 
Committee. Albury has been an Associate Dean 
(Undergraduate Studies) and Head of a project to 
develop and deliver an interdisciplinary, blended mode 
BA in a network of regional centres and has a number of 
publications in this area.  She has received internal grants 
to develop curriculum materials and was an inaugural 
Faculty Teaching and Learning Scholar at UoW. 

Head of Teaching and Learning (tba) 
Centre for Advancement of Learning & Teaching 
Note: This position was previously held by Heather 
Smigiel who will move to Flinders University in July, 
2006. Heather has made a significant contribution to this 
proposal, has become a cascade partner and will continue 
to be an active member of the team through both stages, 
collaborating with both universities though the process. 
 

Dr Lenore Armour 
Senior Lecturer, CEDIR 
With over thirty years involvement in teaching at all 
levels, Dr Armour has significant experience in the 
practice and research of leadership in education. This 
includes roles as a school Principal, a member of 
Australian Centre for Educational Leadership Advisory 
Committee, and the Chair UOW Education Alumni 
Network. She has most recently completed a PhD on The 
role of Collegiality in Professional Development. In her 
current role in CEDIR she has made a significant impact 
on working collegially with faculty members and 
achieved some success with an internal teaching grant.  

 

 
Cascade stage: Initial project team, Flinders University  

Professor Joan Cooper 
Deputy Vice Chancellor Academic 
Professor Cooper was appointed Deputy Vice-
Chancellor (Academic) at Flinders University in 
September 2003. She was previously Dean of 
Informatics at the University of Wollongong, where she 
had also served as Chair of University Senate. Professor 
Cooper has more than 20 years’ experience in 
information technology and was the first female 
professor of IT appointed in Australia. Her most recent 
research has been in the field of electronic commerce 
and health informatics, and she was coordinator of the 
University of Wollongong’s Centre for Electronic 
Business Research. She has researched, taught and 
consulted in both technical and theoretical areas, as well 
as in areas that are more managerial and policy oriented.  

Associate Professor Heather Smigiel 
Director of Academic Development 
Dr Smigiel has provided leadership in her capacity as 
Head of teaching and Learning, UTas for three years 
prior to a move to a new position at Flinders University 
where she will start in her new role in July 2006. Prior to 
this position, she has had over 10 years experience in 
providing leadership within the Faculty of Education in 
various program head roles in UTas. She has collaborated 
on both internal and external grants totaling 
approximately $90 000, including an ARC Linkages 
Grant ($39,000) and an Australian Council of the Arts 
Grant ($25,000). She established the first Faculty 
Scholars program at UTas. 
 

International Reference Group 
Professor Lorraine Stefano, Centre for Academic Development, University of Auckland  

Dr Cathy Gunn, Centre for Academic Development, University of Auckland 

Professor Tom Reeves, Educational Psychology and Instructional Technology, University of Georgia, US 


