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“...to learn and not to do is really not
to learn. To know and not to do is
really not to know.”

— Stephen R. Covey
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the £0:20:10 model
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Key Elements of Successful Leadership Development

Programs

1. Areal action-learning project built around an adaptive challenge

2. Executive sponsorship and small group coaching for each project group.
Manager and executive buy-in and support.

3. Individuals choose to undertake the program for their own development

4. Individual coaching identifying and addressing development needs
(potentially identified through a 360 feedback process or manager
discussion.)

5. Workshops with relevant content contextualised to the organisation (built-in
time for reflection) focussed on leadership competencies.

6. Application, reflection on action and feedback on performance

7. Capacity to demonstrate that outcomes have been achieved (e.g. ROI)
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Metalearning

« John Biggs (1985,2012) defines metalearning simply as the
metacognitive processes involved in learning. It is the
process which couples the individual's learning motives with
strategies.

« Ahigh degree of metalearning implies a sophisticated
awareness of one's strategies and the effect that employing
them has in a particular context.

» Techniques such as coaching, action learning and teaching
metacognitively can develop metalearning skills

-
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Workplace metalearning skills:

Effective self-development involves the “integrated
operation of three metaskills® (Nesbitt, 2012 p 208),
namely “skills that are required for the development of
other skills relating to one’s ability:

* to manage emotional reactions to feedback

 to carry out effectively the practice of self-reflection, and
 to enact self-regulatory processes for development”.
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Other metalearning skills required for effective learning in the
workplace include the ability:

to ask for feedback (eg ask powerful questions that engender
Insight)

to continuously identify and proactively address learning needs,
to select appropriate strategies to achieve learning goals (such as
researching good practice, or finding a workplace mentor),

to monitor and assess the effectiveness of learning strategies and
outcomes and adjust the process accordingly

to know what one’s capacities are and how and when to deploy

them.
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Techniques for developing of workplace
metalearning skills

* teaching metacognitively , (see for example, Bransford, Brown, & Cocking,
2000);

» teaching a range of reflective practices such as double loop learning, the
Immunity to change process (Kegan and Lahey 2009), and Gibbs reflective
practice methodology (Gibbs 1981);

« providing individuals with 360° feedback (feedback from managers, peers
and subordinates) regarding their emotional intelligence using tools such as
Genos Emotional Intelligence assessment ;

 directly teaching/coaching metacognitive skills such as regulating and
controlling one's emotions or seeking feedback
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Techniques for developing of metalearning skills

providing participants with individual coaching, using coaches who have
expertise in action learning who can hold participants to account for the
application of practices such as reflection or seeking feedback;

providing group coaching opportunities for participants to share insights and
reflections;

providing learners with challenging work projects;

having learners complete reflective journals and reflective essays about their
experiences of applying theory to practice;

assessing students based on their application of tools and methods relative
to standards and giving constructive feedback; and

teaching leaders to coach others and in that way helping them to enhance

their own self-regulation and control. o »
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Organisational coaching

The facilitation of the learning and
development of another person.

Usually one on one but may be group.

Principal technique and skill: listening and

guestioning

Proven Benefits (see Grant 2014) include:
Individual performance and productivity
Decision-making skills

Leadership effectiveness. Develops self-
reflection

Relationships with bosses and team
members

Ability to deal with challenges and
setbacks

Work/life balance

sAgree on objectives of sInvite self-assessment

session *Obtain other feedback

*Set long term goals if (eg 360 degree)

appropriate *Test assumptions and

*Maintain goal setting history

fluid and SMART

+Commit to action nvite suggestions from
sEnsure goals are SMART client

|dentify obstacles and *Offer suggestions
agree on support *Cover all options and
make choices
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