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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 loagepported strategically
by a hierarchical leadership organisation that supports the notiorragdsher born leaders. In
order for a new generation to lead universities, we need torprépem to take on leadership
roles for a very different higher education system (TayloKgight, 2001). McKenzie et al
(2005) in their recommendation to the Carrick Institute identififedimportance of professional
development for leaders at all levels, not only to improve skill$ share practice but to “value
teaching and teaching innovation” (pl171) and to “encourage the developrhecross-
institutional networks” (p172). In addition, Southwell et al. (2005) recommended in their
dissemination strategies the need to: “Develop and suppodr&so and management capacity
building programs that incorporate a distributed and multi-level concdpadérship practice in
the higher education sector” (p.61). This proposal addressesitede

Distributive models of leadership provide opportunity for a disperspbafer within and across
the institution in order to provide multi-level leadership thatports an objective of the Carrick
Institute “to promote and support strategic change in higher edocatstitutions for the
enhancement of learning and teaching” (Carrick Institute, 20053. grbposal addresses a need
for system wide development for leadership for teaching anditgarthat moves beyond
management and administration to provide a context where themallii-level empowerment
within the community of scholars to work collegially and collatieedy to improve learning and
teaching. It moves from notions déader as individualto leader adfirst amongst peers,
acknowledging the ability of people at many levels to take tshdge for different aspects of
teaching and learning (Knight & Trowler, 2001). We defidistributive leadership as a
distribution of power through the collegial sharing of knowlelge, 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 distributiodel provides opportunity
for leading systemic and cultural change within institutionselmbedding it in institutional
practice.

In the first stage, this project uses a distributive franorkvo develop leadership skills in learning
and teaching in two partner universities. The two univershiege agreed to partner due to
similarities in size, regional positioning, and current missiendeveloping a learning-intensive
culture within a research-intensive culture. In the seconeé stag additional Universities will be
involved as the leadership framework is trialed and refined wsingscade approach’, whereby
the leaders from the first stage universities mentor tloenske stage universities through the
implementation phase (Fullerton & Bailey, 2001; McKenzie e2@05). Flinders University has
already agreed to participate as a cascade partnee isettond stage of the project and one
additional cascade partner will be sought during the implenmentahase.

This project builds on current university strengths as eacheffitst stage universities is
implementing an internal Faculty Learning & Teaching Scholargram, which partners a small
network of faculty based academics with a mentor in a centeleaic development unit to




achievestrategic change initiativesrelated to learning and teaching both within faculties and
within the institution. This proposal aims to expand the Scholars Inmodénclude the
development of leadership capacityia cross institutional consultation and collaboration, whilst
maintaining the importance of the use of authentic projectgebikles for change. Figure 1
provides a graphical representation of how the model will work.

I N

Figure 1. Cascade model of
dissemination

funded)

Rationale and aims

The project addresses a need to identify a framework to sugpatity building for leadership
within higher education. It builds on a successful model for chdmgehis been implemented
elsewhere and adapted by the lead institutions (see Southwelld&d;i2004). It relates to
priorities in both universities, as it is part of a model ofratdon and networking between
central units and faculties. The original Faculty Teaching arainimg Scholars programs in
UTAS and UOW aim to support faculty based staff developmenttinésmto disseminate good
teaching practice through sharing of expertise within faculfiés. initiatives also support the
development of a cross-faculty network to encourage dissemindtimowledge and ideas. This
integrative approach to staff development teams the networkhofass with a facilitator from
the central academic development unit (see Hicks, 1999). Thentuprogram in both
universities is completing its first cycle with reporterfr the scholars presented to faculty and
university forums and written reports tabled at Senate (UTafs) UEC (UOW) as they are
finalised. The next stage will include authentic actioraesh tasks related to assessment that are
strategically important to the university (e.g. improvingessment outcomes in large first year
classes), which will be presented for refinement and tegldto a roundtable of academic peers.

Key to improving the current programs is the explicit developnoénieadership skills and
capacity, the opportunity to provide leadership for a roundtable ledmentoring of the
participants by Strategic Leadership Coaches from the senemute in each institution,
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ensuring a two-way information flow about change initiativesu#hier improvement is a way to
cascade the model through the mentoring of Stage 2 participgntise Stage 1 participants to
develop further a cross-institutional network of scholars, and deige opportunities for the

scholars to develop national leadership skills.

We believe the development of leadership capacity in leaamdgeaching is essential if we are
to improve student learning outcomes. The theoretical framewolkased on a two-way
distributive model to provide opportunity for multi-level developmehteadership capacity in
learning and teaching. It moves from a delegation model tous foe the “developmental aspect
in that [the participant] is encouraged and supported to take on el@wDinham, 2006). The
key focus of this project is to support the development of skills dadihg systematic
improvement in teaching and learning. The Cascade dissemination imbasked on the Effects
Project in the UK (Fullerton & Bailey, 2001; McKenzie et2005).

The aims of the project are:
— To develop and trial a leadership capacity building frameworkefaching and learning
that will be available across the sector
— To develop cross-institutional networks to support the adoption and adapbétthis
leadership framework for multiple contexts
— To develop resources to support this framework that will be avaitid 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 higdecation
b) creation of learning and changed practice within the crosigutisnal teams
c) research will feed into the policy and theories of acadei@velopment

Evidence for these outcomes will be provided through:

— A distributive leadership development framework that can be adaptéte local context
by the cascade stage partners

— A group of new leaders of teaching and learning in six instituti@mesa Australia
providing a critical mass for extending the network within acréss institutions

— A roundtable organised and facilitated by the scholars to redeadback 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 expsriefcthose
involved in improving assessment

A central repository will be established within the existingcttires of EdNa Online, and will be
available so resources can become part of Carrick’'s fRReseurce Identification Network. This

will provide opportunity to share leadership resources developedielsas the task based
resources developed including the reports from a roundtable, condyctked bcholars to both
share and receive feedback on their activity from their pdediscussion group for participants

of the program and the roundtable will be established to provide addagevsharing context for
network development. This wilhen move beyond just sharing the leadership resource kit and the
resources developed from the roundtable, to include the sharimg déadership development
model through mentoring of the second generation participants by iste generation
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participants, essentially scaffolding the development of mnuenity of teaching and learning
leaders. Support will also be provided to produce collaborative cocte@nd journal papers to
encourage further reflection on the experience.

Literature review

This project will provide support for the development and understadiaglistributive
leadership framework in higher education, since much ofethearch is currently focused at the
school level. The literature on leadership for learning aachieg in higher education indicates
that current frameworks for leadership capacity building matl meet the changing needs of
institutions in the future (Knight & Trowler, 2001, Taylor, 1999; Sowhwt al., 2005). Bennett
et al (2003) provide a comprehensive review of the literahateindicates that there is a lack of
consensus for the terminology and a limited research in ¢ae aith the central focus on school-
based research, a not uncommon source for leadership modejsen dxlucation (e.g. the work
of Michael Fullan). Terms of use related to this modelideldispersed leadership, distributed
leadership (with a focus on delegation), and distributivedeship (Bennett et al, 2003; Gronn,
2002; Knight & Trowler, 2001). We use the term distributive singagilies a distribution of
power within the sociocultural context of universities, asti@ing of knowledge, of practice and
reflection through collegiality (Dinham, 2006; Knight& Trowl@001).

This aligns with theoretical frameworks for building networks emehmunities of practice and
situated learning theory, both of which underpin the Faculty Schatodel (Lave & Wenger,
1991, Wenger, 1999; Wenger, McDermott & Snyder, 2002). Although talkiogt deadership in
the school system, West-Burnham (2004) identified “... emphasisedieader (as individual) is
inappropriate and needs to be replaced by recognition of leadasshipollective capacity that is
reflected in structures, processes, and relationshipgsid®urnham, 2004, p. 1). The added
dimension of a distributive leadership framework moves “tloeis from leaders to a focus on
leadership” and West-Burnham (2004) identifies four key fa¢tobe addressed: “building trust;
redesigning jobs; changing organisational structures; and credagning culture” (p. 2). This
project will provide opportunities to address these factors.

Aligning with this belief in a distributive leadership modes #ine principles of authentic learning
such as authentic contexts and tasks, multiple roles and perspecthe collaborative
construction of knowledge, coaching and scaffolding [by a mentorleealdation (Herrington &
Herrington, 2006). This project provides support for the development andstardéing of such a
framework at many levels in the institutions, which alreadyldis a readiness for change
through their current Scholars’ programs. Authentic tasks fase¢bend phase institutions will be
determined by their own university’s needs and alignment to themihgpand teaching strategic
plans.

Whilst the Faculty Learning and Teaching Scholars progranraéatively new initiative at both
institutions, it is not a new phenomenon in higher education where gsaedhe 1990s academic
developers were identifying the need for more strategic grafiips between faculties and central
units to provide leadership for improving learning and teaching. ripgisos of such
implementations are reported in the literature as the devolutianaslemic development to the
faculties though limited evaluation has been conducted to providernee of the impact on
leadership for improving teaching and learning (Radloff, 2000; Solth&eGilding, 2004).
Others report similar schemes for supporting the implementatiorewflearning technologies
(McNaught and Kennedy, 2000; Ingram and Thomson, 2001), however we found noirefi@ts
literature on the authentic learning approach through a distribetdeiship model. Ingram and
Gilding do provide a comparison of a developmental leadership model amedrihe literature
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of communities of practice, an approach that is closely retatéie distributive model whereby
the supportive development of networks underpins the leadership deeabpingram &
Gilding, 2002, 2003; Wenger, 1999; Lefoe, Hedberg & Gunn, 2002). They alquamomarlier
teaching associate schemes with the CATLyst model and depkrbf support from more senior
management and particularly lack of funding to support a workloadchdslaften means the
demise of the scheme (Southewell & Gilding, 2004). Their evatuati the CATLyst model
identified the strengths to include faculty ownership of staff dgwveént, a better understanding
of disciplinary differences, improved relevance for other tgcmembers of staff development
activities and resource sharing through the network (Southwell &ir@il 2004, p 172). This
project will provide opportunity to draw on such current developmentst@revaluate the
implementation of this strategy within a distributive leatigr framework.

Approach

The project design includes two stages: the developmemipfementation stage, and the cascade
stage with an iterative evaluation process to support ongoingweiments. Each of these is
described in turn.

Stage 1: Development and implementation

In the developmentphase, the project manager will be employed and the prlgctwill be
refined and developed. Also in the Development Stage, eachrsityvevill identify three
participants to engage in the project, selected from academtitshe potential to be change
agents in learning and teaching within their faculties and institsit Leaderships Scholars may
include people, for example, who are established academicsagrddemonstrated leadership
initiatives in teaching related activities within the dtig or institution. It may also include those
who are deputy heads of program, or deputy chairs of university edu@atlrcommittees. The
Universities will make a financial contribution of $10,000 per smhtd reduce their current
workload in recognition of the time required to participate @omplete their projects.

Each institution will also provide a strategic leadership mewtw is a senior person in their
university to support the leadership scholars as an in kind contribusicimolars will also receive
support from each other and from the identified facilitator throdgh dentral learning and
teaching support unit to engage in the task, which will use an aetamirig approach, involving
a cycle of action and reflection (Dinham, 2006). As part of te#eative focus in the

implementation phase the Leadership scholars will maintaeflective journal and participate in
communication and resource sharing through a cross institutional ooliaborative space. An
evaluation plan that includes both formative and summative &ssiwtill be developed in

collaboration with all members of the team, based on an eckaluation model (Reeves &
Hedberg, 2003). A member of the external reference group wilhwiged to contribute to

facilitate this development and to provide feedback on its essgr

Initially during implementation, the six scholars will come together for a three day residentia
leadership program to develop relationships with the other institfutioformulate and discuss
the aspects of their assessment project, and to paticipdeadership training. Also at this
workshop, the three scholars for each institution will determaimeauthentic task related to
assessment that aligns to their faculty’s strategic goiey will lead the implementation of this
authentic project in their faculty. At the same time, totinal support and cross-institutional

3 I wish to acknowledge the contribution of DeboratutBwell and the 2004 CATLysts at UWA for their gessity in sharing details of their
initiative, which have assisted in the developrmafiihe UOW program.




support will lead to modification of the distributive leadershagfework through collaboration
between the Leadership Scholars at the two universities, edttetship development workshops
and mentoring to support the scholars. This stage will resulteimetnement of a distributive
leadership framework to be used in the next stage, followialyation.

At the end of the implementation phase, the scholars and tliafacs will coordinate and
facilitate a roundtable in the chosen area, involving other atadstaff from their own and other
universities, leaders in the field identified through professi@sabciations as well as invited
participants from other universities who indicate an intemregtarticipating in the next stage.
Finally, the first generation participants will become lseypporters for the second generation
participants by providing mentoring for the 2008 program.

Stage 2: Cascade

The participants from each university will mentor and support@mphtation in two partner
universities. The second stage of the program will enseré&ribwledge and understandings for
both leadership development and the authentic tasks will bedegstma further two institutions.
This stage of the program will be based on the distributivdeksaip framework resource
developed during the developmental stage, which will be continuously wdlaad validated
during the project.

We believe that the collaboration across two universities theshext stage of mentoring the
second generation is the context in which our Learning & Teachindeksl@ip Scholars can
develop their national leadership skills. If the model is sfokshen the cascade should
continue, involving eight universities in the third year andn.

A detailed timeline for the project is attached as Appefdix

Values and principles

This project is based on a belief in the value of collegialvoeks and the importance of
distributive leadership model where individual strengths akeedaand included at every level of
the institution. It is also predicated on the importance of miegtand coaching, the importance
of on-going support for new leaders and the need for strategic legpdersdinbed change. The
engagement of all members of the team will be criticathi® success of this project. The
strategies to support this development include explicit leadetsdiiing tailored to meet the
needs of the participants. In addition, they will be mentoredrograber of the senior executive
to ensure two way benefits that acknowledge the importance eofptbject. Finally, the
dissemination strategies move beyond information provision througtagitade model to engage
the Scholars in leadership activities beyond their own univettsibugh a roundtable and their
mentoring roles in the next iteration.

Leadership Roles

Since the project aims to bring about systemic change throdigitributive leadership
framework, the project itself will also model this praefiwith dispersed leadership roles. The
primary responsibilities and an indicator of time required &mherole is outlined in Table 1.

Role Responsibilities Time
Project Leader - overall responsibility for the project 1 day/week with
- supervision of contract and casual staff additional day
for first half




Role Responsibilities Time
ensure project completed on time and to budget 2007.
support communication and collaboration betweergtbeps
and institutions

Project Manager manage the day to day running of the project 2006-2007

collaborate with the project team and facilitatrsievelop a
detailed plan and milestones
coordinate the three day leadership program

- facilitate communication and resource sharing thotine

collaborative space

draft reports and oversee the development of resour
materials

manage the on-going evaluation of each phase girthject
in collaboration with the evaluation adviser, lewstiép
scholars, the project leader, the facilitators tnedproject
teams.

2 days/week or
equivalent over
year

2008 1.5
days/week or
equivalent over
year

Project Teams

oversee the project including participation in tlerelopment

o f the detailed project plan and the evaluatiothefproject
participate in the appointment of the project nymna
communicate and collaborate witie 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 teag and
learning unit to facilitate liaison and communicatbetween
the institutions in collaboration with the Leadepsscholars
(Project Leader is also facilitator at UOW)

- work closely with the leadership scholars in apexds of the

project

- facilitate and present presentation in collaboratigth the

Leadership Scholars on the project to HERDSA in72@0
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 leadersbipkrs
support the development of skills and knowledgestas a
sound understanding of the strategic directiondrahge
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 ofngjea
management to improve assessment within the faoulty
school (authentic task)

participate in institutional and cross institutibnatworks
and support

provide leadership for planning and developingundtable
to share the outcomes of their project

in the cascade stage, provide leadership at anztievel to
mentor other universities to implement the progransuring
opportunities for further leadership developmentdoel their
initial project

Collect and prepare resources related to authtasic
Maintain a reflective journal and participate iraiwation
processes through out project

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

- Write conference papers/ journal articles and stubefore in 2008 (.5
end of 2008 days/month)
Cascade Partners Flinders University has agreed to participate engkcond 2008

stage and another Australian partner will be soagktie
HERDSA conference in 2007

- Adapt the leadership material for own context




Role Responsibilities Time
Implement program in 2008

International provide monitoring and feedback throughout thegrband | 5 days per
links to international projects annum

Reference Grou . . .
P provide feedback and advice on evaluation processes

The relationships between the roles are demonstrated in Figsteo®ing the flat model of
leadership that is used across the various groups. All relatiorst@pgadicated as two-way to
demonstrate the benefits to all members of mentoring and rikdtgaelationships.

Figure 2 Distributed leadership for
learning and teaching

Project

(=)

Facilitators,

Strategic
Leadership
Coaches

Development and
implementation stage

Project
Leader

informed by evaluation process

Facilitators,
Flinders &1
other

Project
manager

Project
Leader

Cascade
stage:
Mentoring
two
additional
universities
to adapt
resources
and
implement
process

Facilitators,
Flinders & 1
other

Project
manager

Leader

Strategic
Leadership
Coaches

Leadership
Coaches

Evaluation

An important component of the evaluation of the project iseaative process of evaluation that
involves all stakeholders in revue and refinement of the pmograd the leadership framework
itself. The First Stage project teams in collaboratiath @ member of the International Reference
Group will design the evaluation process using a model for evaudgisigned by Reeves and
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Hedberg (2003) which identifies six stages in the evaluatiocess: review, needs assessment,
formative evaluation, effectiveness evaluation, impaciueti@n and maintenance evaluation.
The final two stages will be conducted after the fundingestes both need to be conducted after
at least two years of implementation.

Dissemination and sustainability

The project will develop leadership capacity within each unsdih that is involved in ongoing
leadership development with a new group of scholars prepared torrirethe following year. It

is expected that the scholar will then take a leadershigopkeaching and learning within their
faculty and institution, as well as providing advice and guiddnceg the 2008 program.

Our dissemination strategy will provide support for the developmeoolt#borative leadership
skills through the two participating institutions, cascading to hew partners in the second
stage. Within the institutions involved, dissemination wilbad&€cur across the faculties through
the multilevel involvement of participants and through more estadi channels such as
workshops and faculty based activities. A discussion group for jpenics of the program and the
roundtable will be established to providé&nowledge sharing contextAs astrategy to engage
usersthis will be supported by the facilitators to enstelationships are developed across the
first stage institutions. In the second stage, scholarsaaildetors from the first stage institutions
will mentor, collaborate, and share resourcethrough this space to support the cascade stage of
the project. By sharing the leadership development framework thmegkoring of the second
generation participants by the first generation participavesare scaffolding the development of
a community of teaching and learning leaders.

At the national and international level, the roundtable will profigther opportunity teshare
knowledge and understandingabout the process and this will be further linked to natistaedi
development associationsthrough symposiums and conference presentations or journal
publication in order toaise awareness of potential users of the program
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Appendix 1: Activity Timeline

Stage 1, Preparation, 2006

TASK METHODS/ NOTES A N
appoint project manager o
Convene refine scope and project approach
project clarify roles and responsibilities
group identify leadership scholars
appoint Strategic Leadership Coach |in
each institution
establish communication and resource
sharing facilities
apply for ethics clearance at lead
institution
External appoint external evaluation team
evaluation agree iterative evaluation process (0]
Design and focus group with 2006 scholars (0]
develop identify needs and review available (o)
leadership resources and relevant literature
workshop develop draft leadership workshop and
resources
Feedback first progress report to Carrick
and
evaluation
Stage 1, Implementation, 2007
TASK METHODS/ NOTES J A
Convene develop program and facilitate
three day workshop organisation
residential evaluate program and resources
leadership refine process and resources
program goals and strategies defined by scholars
and for faculty initiative
develop
resources
Faculty initiate action research project (o)
based meet regularly with mentor and
project facilitators
implement share resources and reflections on
ed process through diary and participation
in cross institutional asynchronous
discussions
prepare for roundtable facilitation
Feedback second progress report to Carrick
and Presentation to HERDSA
evaluation Invite partners for cascading stage
Convene Organise 1 day roundtable
Roundtable invite key people and potential partners
at Uow for cascading phase
Develop write up faculty projects and roundtable
resources responses
prepare journal articles and /or
conference papers
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TASK METHODS/ NOTES F A|S|O|N|D
refine and share assessment and o] Ne]NelNe)
leadership resources

Feedback third progress report to Carrick (0]

and

evaluation

Note: Shaded area indicates overlap in timeline

Stage 2, Cascade 2007/8

TASK METHODS/ NOTES S MIA|M|J]|J

Mentor initiate dialogue with cascade partng ¢

cascade to establish program

partners review planning processes
refine scope and project approach

Convene clarify roles and responsibilities (0]

project identify 2008 leadership scholars O

group appoint Strategic Leadership Coach
each institution
review communication and resour
sharing facilities

Refine focus group with 2007 scholars

leadership identify needs and refine availab

workshop resources
adapt leadership workshop program g
resources

Convene develop program and facilitat

three day workshop organisation

residential evaluate program and resources

leadership refine process and resources (o)

program goals and strategies defined by scho

and for faculty initiative

develop

resources

Faculty initiate action research project OO OIO|IO

based meet regularly with mentor an o] NelNelNelNe!

project facilitators ololodlolo
implement share resources and reflections

ed process through diary and participati
in cross institutional asynchrono ololololo
discussions
prepare for roundtable facilitation
own institution

Feedback Presentation to HERDSA or suitab o

and professional associations (ongoing) 0]

evaluation Invite partners for next cascading stq
(self funded)

Review Summative evaluation report presen 0]

project to all partners for feedback
Final report to Carrick

Develop write up faculty projects and roundtah

resources - responses

self funded prepare journal articles and /

by conference papers

institutions refine and share assessment
leadership resources

Initiate Ongoing

next stage
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Appendix 3

Project Champion: Professor Robert Castle

Deputy Vice Chancellor (Academic), University of Wémgong

Project Leader: Dr Geraldine Lefoe

Senior Lecturer and Coordinator, Academic Develamm€entre for Educational Development and Intévact

Resources, University of Wollongong.

Geraldine has over 30 years experience in educatgdnding roles as teacher and education conduiltathe school
system as well as 10 years experience as an acader@loper at the University of Wollongong. Shenpteted her
EdD in 2003 entitledCharacteristics of a supportive context for distried learning: a case study of the
implementation of a new degreghe has significant experience with project managerand has made contributions

to over 20 internal and external grants totallingrent

han $200K; national and international staffedepment

consultancies in UK, Hong Kong and New Zealand;lipabons in staff development and ICT areas ingigdco-
authored refereed book chapters (3), journal agi€f) and conference publications (16).
Note: Professor Stephen Dinham will mentor Dr Lefoehrough the implementation of this project.

Project team, University of Wollongong

Project team, University bTasmania

Professor Sandra Wills

Director, Centre for Educational
Interactive Resources (CEDIR)
Sandra has 30 years international experienceeiri¢td
of education and technology from primary through
university education. She has 140 publicationsuidiclg
32 keynote papers and 35 educational resou
presented 76 unpublished conference addre
including 58 keynotes; and attracted more than
million in grants including CAUT, CUTSD and AUT
grants plus $1.3 million p.a. for 7 years for a femtive
Multimedia Centre. Awards include ACS Lecturer loé {
Year and a Silver Core from the International Fetien
for Information Processing (IFIP) for services
computers in education as chair of several natianal
international conferences, boards and committees.

Development

Professor Gail Hart

&ro Vice Chancellor (Teaching & Learning)

Professor Hart has twenty years experience in igigeh
education sector in Australia including eleven gess an
fcademic in the discipline of nursing. She was
inaugural Director of the Teaching and Learning Bup
cBervices (TALSS) Department at Queensland Univwe
ssgsTechnology and held this position for over fiyears
$H2fore joining RMIT University as Pro Vice-Chancell
C(Teaching and Learning). In August 2005, Profestant
joined the University of Tasmania as Pro Vic
Chancellor (Teaching and Learning) and as a mermoib
the senior executive team. Professor Hart's priafieak
texpertise includes educational development,
application of educational technology and wc
integrated learning.

Professor Steve Dinham

Professor of Pedagogy and Educational Leaders
Australian Centre for Educational Leadership,
Faculty of Education

Professor Stephen Dinham has successfully condd
more than 40 funded research projects, has over
publications and has made over 230 confere
presentations. He has chaired the NSW Minister
Education and Training Quality Teaching Awards si
their inception in 2000 and in 2005 was awardedSine
Harold Wyndham Medal by the Australian College
Educators for his contributions to education
education research.

[«

amtivate school systems in Tasmania. She has bee

Dr Pam Allen

sH@nior lecturer, Asian Studies, Faculty of Arts

Dr Allen has held leadership positions in includi
Acting Associate Dean for teaching in 2004. She
otedely recognized for her leadership in teachind has
be@n awarded a Vice Chancellor's Award for Exceiée
nice Teaching (UTAS). Dr Allen’s skill in innovative
fdelivery and design has been recognised in the rw
neducational community. She is regularly asked fivele
professional development programs for teachers
dhdonesian and/or Asian Studies in both the Staté

recipient of several institutional teaching andesesh
grants and has been an inaugural faculty scholdas.

the

the
rk

ng
is

=)

ide

of
a

Associate Professor Tony Herrington

Adult Education & IT in Education and Trainin
Director IT, Faculty of Education

Associate Professor Herrington has over 30 vy
experience in education as a school teacher
university teacher. He has been in his currenttipas
for three years as associate professor in adultadidun

Dr Merle lles

glLecturer, Centre for Advancement of Learning
Teaching

s lles has more than 25 years tertiary teach
angberience in a broad range of educational areas.
research interests include relationship betweeguage
and learning, online teaching and learning, n

and IT in education and previously spent 18 ye

araditional forms of assessment in tertiary educatiole
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university teaching in adult education and math@satof students as partners in the co-construction| of

education at ECU. He has been a visiting schol&aat| curriculum and assessment. Her most recent research

Jose State University & University of Georgia, US#e | projects include mapping online discussions asexast

has been principal investigator in two CAUT/CUTS$Bor teaching and learning in the middle years | of

grants and has over 60 publications in the ardadimy | schooling; the use of IELTS in university selection

a recent book on authentic learning. procedures, and international postgraduate students
perceptions of teaching and learning in the Facaofty
Business

Associate Professor Rebecca Albury Head of Teaching and Learning (tba)

History & Politics, Faculty of Arts Centre for Advancement of Learning & Teaching

Chair, Excellence, Diversity & Innovation in Teacyi| Note: This position was previously held by Heather

Subcommittee (EDITS) of the University Educatiop®migiel who will move to Flinders University in Jul

Committee. Albury has been an Associate De&006. Heather has made a significant contributiothis

(Undergraduate Studies) and Head of a project gmposal, has become a cascade partner and wilhaen

develop and deliver an interdisciplinary, blendeddm| to be an active member of the team through bothesta

BA in a network of regional centres and has a nurobe collaborating with both universities though theqass.

publications in this area. She has received iategrants

to develop curriculum materials and was an inadgura

Faculty Teaching and Learning Scholar at UoW.

Dr Lenore Armour

Senior Lecturer, CEDIR

With over thirty years involvement in teaching dt @

levels, Dr Armour has significant experience in the

practice and research of leadership in educatidns [T

includes roles as a school Principal, a membern of

Australian Centre for Educational Leadership Adiysp

Committee, and the Chair UOW Education Alumni

Network. She has most recently completed a PhDhen| T

role of Collegiality in Professional Development. her

current role in CEDIR she has made a significargaot

on working collegially with faculty members and

achieved some success with an internal teaching.gra

Cascade stage: Initial project team, Flinders University

Professor Joan Cooper Associate Professor Heather Smigiel

Deputy Vice Chancellor Academic Director of Academic Development

Professor Cooper was appointed Deputy Vic®r Smigiel has provided leadership in her capaeisy

Chancellor (Academic) at Flinders University |iiHead of teaching and Learning, UTas for three years

September 2003. She was previously Dean| mfior to a move to a new position at Flinders Unsity

Informatics at the University of Wollongong, wheske | where she will start in her new role in July 20B@or to

had also served as Chair of University Senate.eBsuofr| this position, she has had over 10 years experiémge

Cooper has more than 20 years’ experience| providing leadership within the Faculty of Educatim

information technology and was the first femalearious program head roles in UTas. She has cobiddd

professor of IT appointed in Australia. Her mostamt | on both internal and external grants totaling

research has been in the field of electronic comegapproximately $90 000, including an ARC Linkages

and health informatics, and she was coordinatothef] Grant ($39,000) and an Australian Council of thesAr

University of Wollongong’s Centre for ElectronjcGrant ($25,000). She established the first Faculty

Business Research. She has researched, taught| &wholars program at UTas.

consulted in both technical and theoretical araasyell

as in areas that are more managerial and polieytard.

International Reference Group

Professor Lorraine Stefano,Centre for Academic Development, University of Kland

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

Professor Tom Reevegducational Psychology and In

structional Technoladyyiversity of Georgia, US

16



