DEVELOPMENT METHODOLOGY by Strategic Management Partners

1. PLANNING: A NEEDS-ANALYSIS before the training event itself will:

a) Identify and prioritise performance standards & targets.

b) Allow participants to accept these & influence design.

c) Choose relevant learning objectives & methods.

d) Link the programme to organisation & team objectives.

2. PREPARATION RECOMMENDED: 

a) We discuss your overall organisation priorities & your training & development strategy. Our intervention is explicitly linked & closely supports your current & future goals & challenges.
b) We identify specific competencies to be improved by reviewing team results & individual appraisals.  This provides the context & focus for personal change. 











c) We test perceptions by observing actual skills & knowledge demonstrated in the working environment. This shows us reality & allows us to develop relevant case studies.



d) We survey delegates to benchmark team ability & assess learning styles. This enables us to construct appropriate training methods & stretching learning objectives.   

e) We design content & processes to align with your culture, language, & support systems.

f)  We make available E-Learning & Open Learning materials to reduce workshop "talk/chalk".

g) We recommend processes to evaluate the learning outcomes & track improvements at work. These will link to your appraisal & development systems. 

h) We offer training times (weekday or weekend) and places (in-house or off-site) to suit client convenience. This minimises unnecessary travel time & cost of absence.

i) We issue an advance agenda to managers to ensure their approval, showing how we have applied our research to design the event. This is issued to workshop participants for their final approval & commitment. 
3. STARTING UP THE WORKSHOP

a) After an "icebreaker" & introductions, the workshop starts with the aim of the event & specific benefits to the individuals, team & organisation.















b)  There is a review of learning objectives and methods. Delegates are asked to state their personal challenges & commit to supporting all attendees & the programme objectives. A Code of Conduct is agreed regarding confidentiality & feedback between all attending. 

c) Support materials are issued including a template Action Plan to be written up as the day progresses. This is shared with colleagues to ensure follow up peer group support at work. 

d) Participants are encouraged to link their own particular issues to the skills discussed, and to offer their own skill strengths & weaknesses to the team openly, constructively and “risk free”.   

4. DURING THE WORKSHOP

      People "learn by doing" to obtain their ownership and commitment to change

a) The subject structure & supporting processes are mapped & agreed by all.





b) The behavioural components of each skill are developed through experiential learning.

c) Attendees assess their own knowledge & skills after exercises that are recorded & shared. 

d) Participants role-play in small groups to ensure everybody practises & observes. 

e) A diversity of learning methods are applied during the day, typically: 

For about an hour each: lead facilitator presenting; review of case studies;
       individual exercises; group discussion; roleplay exercises in small groups;
      reviewing learning points & action plans; objective setting, problem  analysis, innovation,         and syndicate presentations.
f) The lead facilitator role is to enable & co-ordinate, ensuring all participants become fully involved & generate solutions based on teamwork.  Participant numbers can be increased with co-facilitation support. We welcome internal client co-facilitation to transfer and embed change.
g) There are regular "brain breaks" for reflection.   After breaks, participants summarises the learning points of the previous session to the group. This encourages all people to take notes, reinforces key points, & informs the facilitator of items to reiterate. 

h) The facilitator will use the breaks to informally check participant attitudes & comprehension.
5. ENDING

a) The flipchart notes created by the participants are reviewed & summarised. 



b) The objectives of the event & personal challenges are checked to ensure full coverage.  


c) Final questions & answers are invited & resolved. Subject specialists are invited to comment.

d) Participants are given checklists to analyse their own performance at work & are given references to further support materials.

e) Attendees summarise their learning action plans detailing what, how, when, why.

f) Action Learning Groups can be agreed to ensure the team follows up afterwards at work. 

g) Each participant appraises the event with scored ratings to assess design & delivery.
6. EVALUATING

a) We debrief with management to ensure they know what to look for to support changes at work. This includes our own suggestions for amending design & delivery. This ensures quality is continuously improved. 













b) We offer Action Learning Groups facilitated support within 6-8 weeks to encourage further skill practice & review.  Action Learning gives opportunities for the peer groups to discuss issues and questions on the application of new skills in the workplace. We build on success stories & constructively analyse difficulties in applying new skills. This reinforces the culture of using teamwork to support self-development.











c) We can survey the application of new skills at work with a 360 degree assessment of learning outcomes. This can be administered electronically to minimise time & cost.

d) We offer the results of the 360 review to participants to refine their further development. This is conducted confidentially to ensure negative feedback is managed positively.  

e) We analyse with the programme sponsor the impact of the learning on team & organisation results some months later. This links the success of your development strategy to your organisation objectives. 

f) We offer E-Learning and Open Learning materials to support continuous development. Sometimes people do not like to admit the need to cover "old ground". This allows easy & low cost access to knowledge at your own convenience inside or outside working hours.  

g) We help publicise the positive impact of client learning with internal & external success stories. Such PR openly demonstrates top management commitment to quality service by investing in people.  Clients can also show evidence demonstrating Business Excellence to support applications for individual, team & corporate awards in their market. This helps promote the client as a quality employer to existing & prospective employees. It also reinforces client focus on continuous improvement to all other key stakeholders.
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