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Plan for the day

09:30 Opening Plenary with informal networking
Stephen Citron, Peer Awards Director

10:10 Co-Chair's Opening Address
Carol Wilson, Performance Coach

10:40 Finalist SPURGEON TRAINING
Neil Spurgeon, Managing Director

11:10 morning coffee break

11:30 Finalist LEGAL & GENERAL
Catherine Dalziel, L&D Business Consultant

12:00 Peer Circles

12:50 Lunch

13:30 Finalist COVENTRY AND WARWICKSHIRE NHS TRUST
Diana Finlayson, Associate Director of HR

14:00 afternoon tea break

14:20 Finalist THOMAS EGGAR LLP
Ann Hemming, Head of Learning & Development

14:50 Peer Circles

15:40 Decision Time
The Peer Judges (that’'s you) vote for their winner

16:00 Co-Chair’'s Closing Address
Liz Macann, Head of Executive, Leadership and Management Coaching, BBC

16:30 The Host: The Institute for Work Based Learning, Mi ddlesex University
David Williams, Director of Business & Organisational Development

16:40 Peer Awards Result
Announcing the winners of today’s two Peer Award categories

17:00 Finish




Co-Chair: Carol Wilson, Managing Director, Performance Coach Training

From Carol's website at http://www.performancecoachtraining.com...

erformance
coach training corporate open courses
for leadership P P

'Good ideas in short space of time'

'A very good session - 3 lot covered in short period’
'Really good use of interaction and delegate
participation’'

'a very good session - highly participative'

'T thoroughly enjoyed the session - particularly the
active role play'

'Good style, relaxed, engaging'

keynotes

HR. Forum, Aurora cruise ship
P
Keynotes NFORMATOLOGY

STRATEGIES FOR SUCCESS

Carol Wilson Peer Conference Seminars — 22 June
Carol Wilson

Recent Presentations

Former Head of Professional Standards & Excellence at the Association for
Coaching, overseeing Coaching Supervision and Accreditation, Carol Wilson
draws from 25 years at corporate MD and board level including 10 years
reporting directly to Sir Richard Branson. She has collaborated with
organisations all over the world to enable them to create a coaching culture
and is working on a doctorate at Middlesex University. Carol is the author
of "Best Practice in Performance Coaching: A Handbook for Leaders,
Coaches, HR Professionals and Organizations” and has published over 50
coaching articles including a monthly column in Training Journal.

Carol is a cross cultural specialist, having worked with multi-cultural groups
all over the world, and has presented at many conferences and workshops
all over the world, including HRD, the HR Forum, Dubai Women in Business
Conference, Catalyst Conference Sydney, Dept for Education and Skills,
Royal Bank of Scotland, Cranfield University School of Management, CIPD
Coaching at Work Conference, RRD, Royal Bank of Scotland, Birmingham
Midshires, Kent County Council, Brunel University Business School and
Surrey University. Carol has also appeared on radio and TV, including
Womans Hour, Tuesday Call, Reading University radio and Sky News.

Her presentations are highly interactive and provide practical tools which
participants can take away, plus demonstrations of live coaching with
volunteers.

Since entering the field of leadership and coaching in 2001, Carol has
specialised in creating coaching and leadership programmes in
organisations through a global network of associates. Current clients
include IKEA, CLM Olympic Construction Consortium, NCR {Mational Cash
Registers), Westfields Retail Centres, Channel 4, Discovery Channel,
Honeywell, Arts Council England and other public sector organisations.




Neil Spurgeon, Managing Director
Spurgeon Training

Consortium Engineering Pathway

Following almost 30 years in the Royal
Navy, Neil worked as a Computer
Science Lecturer in various FE
Colleges and Universities for 8 years
culminating a spell as an Information
and Learning Technology (ILT)
Champion. Three vyears as e-
Government Development Advisor to
West Sussex County Council were
followed by appointment as IT Manager
at Fareham College. Until December he
led on all ILT/Web Projects there. Now
the Managing Director of a small
eLearning consultancy Neil is only too
happy to offer his considerable
expertise to companies seeking to use
effective on-line learning systems and
methods.

14-19 Diplomas have brought alternative, modular, vocation-orientated
pathways to post-16 education. This causes uncertainty for young learners
trying to select the most suitable course. In the Fareham and Gosport
Consortium in Hampshire, the importance of effective information, advice and
guidance was most pronounced on the Engineering Diploma courses, where the
sheer range of potential careers led to confusion over which of the many
progression routes available to take. The Consortium collaborated closely with
our students to design and build an online reference guide aimed at school
students to help them, teachers and parents make informed career decisions at

age thirteen.

Impact Innovation

The main impact has been upon
students and their parents although
some teachers and careers advisers
have also shown interest and learned
from the tool.

Few children, and even fewer parents
in the early stages of their Secondary
Education (aged around 13) really
have a broad view of possible careers
and the stereotype of the Engineer
(more commonly seen as a ‘mere’
mechanic) is widespread, especially
but not exclusively among females.

This project was adopted by the
author at a late stage when virtually
nothing had been achieved and
extensive time and some resource
had been wasted. Very little time
remained and the need was to create
a meaningful solution which would be
a viable first phase with very little time
in hand. Choosing to give the
students free rein was a risky but
ultimately proved to be a hugely
successful strategy. Trusting very
junior staff can sometimes be a
thoroughly and surprisingly effective
way to meet a business need with
amazing new insights.

The truly innovative part of this
particular college based project was
the deployment as the main
researchers of children who are
already undertaking the Engineering
Diploma. Adults simply helped to pull
the findings together into a concerted
whole, but the research and the
development was utterly transformed
by the actions of the children
themselves who, once organised into
project teams under their own project
managers, virtually ran the research
activity without much adult
supervision.

The iGeneration will be joining your
firm in the next year or two and the
difference between these folks and
even the youngest of your current
employees may very well surprise
you. They have many lessons to teach
us about what can be achieved and
how by allowing them to operate as
they wish rather than trying to force
them into what we older folks believe
is the only ‘correct’ way to do things,
can often create quicker and more
efficient, although at first rather ‘odd’
looking, solutions to some of our
deeper problems in business.

Impact

Innovation

Insight

Inspiration

Presentation




Catherine Dalziel,
L&D Business Consultant
Legal & General

StepForward — bucking the trend

offers more than

“StepForward” career

development

Catherine Dalziel has been placed
runner up and has won Peoples’
Choice Award internally. She has
grown through different roles in Legal
& General and has great potential to
go so much further. She is incredibly
talented and passionate about her
role, working far above expectations
to deliver talent development within
L&G. She is responsible for: Design,
implementation and management of a
talent programme for the Retail
Savings area of Legal and General.
Support the business by developing,
delivering and evaluating the required
development  solutions. Internal
consultation and support across and
outside of the business area.

programme that

progression through management is leading the way for the company.
Delivering a leadership promise to invest in their people during a time of
economic downturn. Redundancies and implementation of a work management
system, the workforce endured massive change. Working with performance and
potential we create readiness for the next career step. The programme carries a
strong message that our employees are the most important assets. A brave new
approach aiming to result in behavioural change. Working with our people of
tomorrow we have impacted engagement, motivation and confidence to

proactively pioneer change.

Impact Innovation

The biggest impact the significant
increase in morale, engagement and
confidence. Many have reported
feeling empowered and have actively
sought involvement in more
challenging work. The business and
employees partnership sees senior
managers and directors viewed as
more ‘human’ and approachable. The
candidates now clearly see they have
a career within the business area and
17% have secured new positions in
the first three months.

Retail Saving now boasts 7 ILM level
5 coaches within the work place
having reached the invite for
involvement across the management
population. Senior employees are
furthering their development by being
developed as mentors.

Valuable wisdom surrounding the
measurement of high performance
has been gained. Being launched
ahead of key ‘performance review’
changes had an impact on our
application process. Opening the
application to all within the catchment
group and marking anonymously was
to gain an outstanding positive impact
with  UNITE and the workforce.
However with a solo written
application being the only measure, a
guestion hangs over the talent board
regarding the talented who have been
overlooked. A reduced the number of
successful applicants resulted in a
very comfortably manageable
number, half of initially predicted.

Inspiration ignited by employee
passion for work, desire for career
progression in an ethical people
focused company and the need to
deliver all levels within the hierarchy of
needs. Growing our own talent, the
programme avoids elitism and
includes customer facing employees
and first line managers, while
simultaneously  developing  senior
employees. With multiple functional
expertise routes offered in the diverse
workplace, a modular structure layers
development and provides -careers
based on aspiration and talents and
supports with the instigation of
coaching support and culture. An
external focus promotes sharing
information as the programme links
delegates  with  external talent
programme candidates.

A bespoke programme not designed
by an external company or a senior
manager but a member of staff, a
consultant within the Learning and
Development team. The “Connect 4"
game of talent. Simple yet strategic, a
framework with four modules to align.
It's simple in concept with underlying
strategy requiring minimal budget.
Various starting points and once you
understand your environment,
strengths and options to progress
you're fully engaged. Your initial path
may not be clear and unexpected
obstacles get in your way but you
control the result with your initiative.
An individual journey requiring
sidesteps to ultimately move up.

Impact

Innovation

Insight

Inspiration

Presentation




Diana Finlayson

Associate Director of HR —
Learning and Organisational
Development

University Hospitals Coventry and
Warwickshire NHS Trust

High impact coaching programme

For over 20 vyears Diana has
specialised in improving performance
at individual, team and organisational
levels as a successful means of
nurturing talent.

Her career includes working in a wide
range of public sector organisations,
running her own company and being
a Co-Director of a virtual learning
advisory company.

In recognition of the need to ensure
that we have the right leaders, with
the right skills, at the right time, in the
right place within Coventry and
Warwickshire, the Workforce Locality
Board has funded the ‘Coaching
Programme’ to ensure that individuals
have the opportunity to continually
develop their leadership skills.

Managers were on a coaching support programme to reflect on their style and
behaviour and how it affects their staff, understand the principles of effective
delegation and empowerment, apply a range of techniques and processes to
manage more effectively and deal with conflict confidently and promptly. It was a
twelve month one to one coaching process and the interventions scanned the
full range of the coaching continuum - from counselling to coaching to
mentoring. A number of “How to” management topics emerged again and again

during the programme. These

included managing my manager,

politics, change, time, priorities and conflict.

Impact Innovation

There are a number of coachees who
would have considered leaving their
job had they not attended the
programme. Instead they have clearer
career goals and are enjoying the
challenge of their ever-changing role.
Five managers were promoted within
the organisation and one manager
was promoted to another NHS Trust.
Two managers took on bigger roles
but at the same grade. ROI assessed
against the £42,840 invested in the
programme showed savings have
been identified via recruitment and
labour turnover savings. These two
achievements have saved £69,998
which provides a positive ROI of 63%.

Encouraging line managers to attend
was very helpful and increased
engagement levels. This approach
should be maintained for subsequent
cohorts. Encourage all coachees to
complete pre and post work around
the 360, APTER and Impact
questionnaires. Teach coachees to
think about return on investment and
how some of their achievements can
return cash saving to the business.
Review the success of the group
sessions as attendance at these was
slightly disappointing. Develop a plan
to support coachees once the
programme has finished. Some have
set up peer support processes but
with limited success.

the

Impact

Innovation

In coaching programmes delivered for
the NHS before, although the
coachees benefitted personally with
some positive outcomes to
themselves and the trust, their ability
to apply some changes was restricted
as the organisational climate resisted
these changes.

Once the managers were engaged
the resistance was significantly
reduced.

This aspect of engaging important
stakeholders is an excellent strategy
to increase impact.

The participants will like the wrap
around evaluation process that was
used and the data showing the
evaluation results against all five
levels of evaluation.

The specific examples of individual
improvements generated from initial
360 and psychometric questionnaires
will be interesting and show others
how to do this.

Lastly the model of increasing impact
by engaging line managers will be
helpful to understand.

Insight

Inspiration

Presentation




Ann Hemming, Head of L&D
Thomas Eggar LLP

Thomas Eggar Fee Earner Academy

Ann Hemming is in a unique position
being a Consultant on both KM and
L&D for the legal industry, working
with both Law Firms and Legal
Publishers such as Lexis.

She has developed commercial e-
learning and training programmes, but
her main work at present is at
Thomas Eggar where she heads both
the KM and L&D functions.

We identified the need to deliver business skills to our Partners and staff. We
recognised that business development, people management, project & risk
management and communications all needed to be delivered across the firm to
all levels in all areas. The training content, style and delivery mechanisms had to
match the requirements and behaviours we needed at each level, both in our
lawyers and our support staff. Therefore the Thomas Eggar Learning Academy
was developed. Our strategy was developed in conjunction with our Partners
and staff, using a collaborative on-line forum to allow everyone to anonymously

contribute, to the thinking.

Impact Innovation

Success Through Excellence is our
strategy; this can only be achieved if
our staff have a clear understanding
of what this means and have the
skills to achieve it.

We are embedding in our firm a
culture of continuous learning and
development  delivering: teams
providing business solutions to client
problems; multi disciplinary teams
that work across legal practice areas
and provide industry sector specific
solutions; practical experience of
best practice in business
management to our lawyers.

Our aim is to have transparency to
provide development opportunities
through the Academy and have
people who enthusiastic service
excellence.

As with all new initiatives there were
some doubters, particularly as this
was a time of strict financial control.

However the Academy has now
created a real “buzz” in the business,
we have extended it to all staff and
are continually working on new
modules and improvements.

It has also helped us to develop a
long term partnership approach to
working with our external trainers.

Because our training is project based,
each module and cohort bring real
benefits to the business.

In February, our Partner project work
on BD, directly lead to new business.

Our communications training (in
parallel) coached Partners in making
the most of the opportunity and lead to
repeat instructions. In another module,
Front Line finance, we discovered that
teams were applying our time
recording policy differently.

As a result of the project we have now
redesigned the policy and improving
productivity.

Our leaders are now working on a
project to deliver a programme of 360
feedback.

Introducing a continuing education
programme is deeply rewarding. What
is fantastic for those involved is when
senior staff cite the Academy as the
most successful initiative of the last
year.

What is equally rewarding is being
able to directly link our project work to
new business and business
improvement.

At our Appraisals we now find that
L&D needs are easy to identify and to
provide.

Impact

Innovation

Insight

Inspiration

Presentation




Co-Chair: Liz Macann, Head of Executive, Leadership and Management Coaching, BBC

From Liz's LinkedIn entry at http://www.linkedin.com/pub/liz-macann/0/ab0/36a...

Linked[{}]-

Liz Macann
Head of Executive, Leadership
London, United Kingdom | Pro

Current + Hea Cf
Past e Org:
« HRI
+ Bus
Summary

Liz Macann is an experienced a Professional
and Executive Coaching and Su supenvising
other coaches. Liz has worked i irs. She is
also trained in Brief Therapy, On ninister,
interpret and give feedback on a of coaching
originated in her work with comn
Liz Macann is the co - founder 2 ent Coaching
Network. Co-creator of the EMC ible for the
selection, professional training a
She continues to develop her ow xecutives
and leaders both within and exte iilst
facilitating the client to raise the nges
necessary to fulfil their own pote i in transition.
Mationally, Liz takes a leading nt e activities of
APECS, the European Mentorin tional Coach
Federation. Liz is on the editoria d

international coaching conferenc

Specialties

Creating successful in-house co ming Set
facilitation, personal developmer

Experience
Head of Executive, Leader
BBC [Cf
Public Company; 10,001+ employees; |

September 2004 — Present (6 yea

O‘rganisation CBaching Col
BBC Cf

Public Company; BBC, Broadcast Medi
September 2001 — April 2004 (2

Co created the BBCs award win

HR Professional
BBC Cf

Public Company; BBC, Broadcast Medi
September 1997 — September 201

Provided strategic HR support tc

Business Dwevelo‘pment Ex
Pullman Productions

Media Production industry

October 1990 — September 1997 (

Additional Information

Honors and Awards: Coaching
on behalf
Internatio

Mational
World of




Attendees

Abhisek Mukherjee

Business Analyst

Legal & General

Ann De Cruz

Talent Manager

Ramada Jarvis Hotels

Ann Hemming

Head of Learning & Development

Thomas Eggar

Carol Wilson

Managing Director

Performance Coach Training

Catherine Dalziel

L&D Business Consultant

Legal & General

MSD (Merck Sharpe and Dohme)

Colin Hurst Change Lead Ltd
Diana Finlayson Associate Director of HR UHCW
Diana Hogbin-Mills Managing Director Talentmax

Fleur Newton - Edwards

Learning and Development
Manager

Legal & General

Jane Molloy

Managing Director

Learning a Living

Jeremy Crouch

Managing Director

Creation Consulting

Jo Pursaill

Talent Development Manager

American Express

John Castledine

Director of Learning Solutions

Institute of Leadership &

Management
Liz Macann Head of Executive, L_eadershlp and BBC
Management Coaching
. . Senior Capability Development .
Moira Knight Officer Land Registry
Nadia Schicchi HR Manager Spaghetti House
Neil Spurgeon Owner/Manager Spurgeon Training

Nick Cooke Training & Development Consultant | Complex to Simple
Patrick Taggart Customer Service Director GPS Vision
Roxanne Lorimer Head of Capability Building RBS

Sharon Marshall

Coaching Development Manager

Guy's and St.Thomas' NHS
Foundation Trust

Steve Mackenzie

Business Development Manager

Intuition




How to Judge

As a Peer Judge, assess each of the Finalists speaking today in terms of the following five
criteria. You can use the panel to the right of each page to make your notes for each
presentation, and then refer back to these when you cast your vote at the end of the day.

IMPACT

The degree to which the project has had a significant and sustainable positive impact on the
organisation or its target community.

The problem or business need the project was designed to solve, and the evidence that this has
been successful.

INNOVATION
The project reflects original thinking, taking a new and different approach.

What was new or distinctive, why innovation was deemed necessary, and benefits that accrued.

INSIGHT

What the Finalist has learned from what did not work well, how they have overcome
adversity and might now do things differently with the benefit of hindsight.

What did not work out as planned and why, what they did (or would do) differently, and why.

INSPIRATION
About the Wow! factor of the project, and about what you can learn from their experience.

What you can take away for yourself from their experience.

PRESENTATION
How well the conference presentation represented or enhanced the Finalist’s entry.

How much you were influenced by the talk and the Q&A in judging an entry.



Your Vote

Assign 10 Points to each of these six rows. Give all of them to one finalist, or split them across a few.
Place an X in a column for a Finalist with whom you are associated, or whose presentation you missed.

“Nurturing Talent” Finalists

YOUR VOTE
Spurg_eon Legal & General NHS Trust Thomas Eggar
Training

1. Winner

The Finalist you want to win this Category

2. Best for Impact

A significant sustainable impact, with evidence

3. Best for Innovation

Original thinking, a new and different approach

4. Best for Insight

What's been learned with the benefit of hindsight

5. Best for Inspiration

What you'll take for yourself from this presentation

6. Best Presentation

The talk and Q&A that best represented its entry

Comments about your winner

What inspirations or insights are you taking with y ou today?

For your comments to be anonymous, check this box:

Please also complete the other side of this form




Your feedback NAME:

++

The Peer Conference & Awards

Hosting a Peer Conference (with room(s) for 50 people, for one or more days)

As a Finalist, speaking at conference and maybe winning an Award for Excellence.

For this:

On the Peer Team supporting the award process, the finalists and the conference

Hosting meetings of the Peer Team (a couple in the year, 5 to 20 people, a few hours)

Being an Ambassador for the Peer Awards (spreading the word through networks)

Other:

Please respond to our request to connect on

, SO the group can stay in contact




