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Foreword 

Being a successful university academic requires a very diverse skillset.  For early 
career academic staff, appropriate mentoring and guidance as to how they might 
develop their teaching capability, direct their research, and plan their 
engagement with the community can be of tremendous benefit. As their careers 
become established, ambitious academic staff will be looking for opportunities 
where they can demonstrate leadership. Universities interested in retaining high-
calibre academic staff have a responsibility to offer such opportunities to 
emerging leaders. 

In 2013, senior staff at the University of the Sunshine Coast (USC) received an 
Australian Government Office for Learning and Teaching (OLT) Extension 
Grant, Professional Learning Conversations for Academic Leadership, to trial an 
innovative approach to developing learning and teaching leadership by utilising 
professional learning conversations with a group of emerging leaders. The grant 
and conversations were framed around a previous OLT grant, also involving 
staff from USC, which produced the Handbook for executive leaders of learning and 
teaching. The professional learning conversations invited emerging leaders to 
consider the advice from executive leaders and think about how that advice 
might be relevant for them. 

The project achieved three main goals. It supported and developed leadership in 
learning and teaching for emerging leaders; it prepared emerging leaders for the 
future by enabling them to engage with a principles-focused leadership program; 
and it produced and tested a professional learning conversation protocol, which 
is described in this publication. Professional learning conversations facilitate 
conceptual change, in this case about learning and teaching leadership. The 
conversational approach draws on the knowledge and experience within the 
group as a basis for collaborative learning. 

For the participants, the professional learning conversations were significant. 
The emerging leaders group have reported an increased understanding of the 
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work of colleagues in other schools which has resulted in the development of 
collaborative relationships and a number of joint projects, some funded by 
internal grants and the OLT. The project succeeded in giving a voice to a new 
generation of academics as they established relationships with senior leaders. 
The program gave the participants increased recognition, which led to an 
improved sense of agency and confidence in their ability to contribute to the 
university. 

This handbook, Implementing professional learning conversations, is an outcome of the 
project. Facilitators can use it to guide a group through the Handbook for executive 
leadership of learning and teaching in higher education, as was done in this instance. The 
protocol itself will be widely applicable to a range of topics and could readily use 
a different stimulus pre-text, depending on the set objectives. 

This handbook is a reminder of the importance of providing high-quality 
professional development opportunities to staff. I would like to congratulate the 
authors, Kylie Readman, Associate Professor Jennifer Rowe and Katharina 
Franke, as well as the other OLT project leaders, Dr Maria Raciti and Jenny 
Nemeth. 

Professor Birgit Lohmann 
Deputy Vice-Chancellor, University of the Sunshine Coast 
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1  II NNTTRROODDUUCCTTIIOONN  

The Professional Learning Conversations for Academic Leadership 
project at the University of the Sunshine Coast (USC) commenced in 
mid-2013, with funding provided by the Australian Government 
Office for Learning and Teaching (OLT) through an Extension Grant. 
The project became colloquially known as the Emerging Leaders 
project; henceforth referred to as such in this guide. 

Developing academic leaders effectively is a key aspect of advancing 
learning and teaching across higher education. Leadership in this area, 
whilst sharing some commonalities with other leadership domains, 
requires an in-depth knowledge of a range of topics specific to 
learning and teaching such as curriculum and assessment design, the 
student experience, and learning theory. As the higher education 
environment changes, learning and teaching leadership development 
will only become more crucial to the ongoing success of universities. 

Some time ago, Ramsden (1998, p.4) stated that leadership in higher 
education was 

“a practical and everyday process of supporting, managing, 
developing and inspiring academic colleagues … leadership in 
universities can and should be exercised by everyone, from the 
Vice-Chancellor to the casual car parking attendant. Leadership 
is to do with how people relate to each other.” 

Ramsden’s definition eschews the need for title and position to lead 
and identifies the criticality of a relational approach. 
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Universities are highly distributed workplaces. Working in a learning 
and teaching leadership role therefore demands a distributed approach 
to leadership. Distributed leadership provides an alternative way to 
work within hierarchical structures that exist in most universities, and 
places the activities and interactions of leadership, rather than the 
individual leader, at the centre. 

USC identified a need for increased leadership capacity and workforce 
planning to meet this need. In considering how to approach this task, 
and with the knowledge of distributed leadership drawn from other 
key OLT grants (e.g. Jones, Lefoe, Harvey & Hadgraft, 2011), a 
number of assumptions were made: 

Ø The program would not focus on the transactional tasks; 
Ø The program would be specific to higher education and 

focus on learning and teaching leadership; 
Ø “Can do” would be demonstrated throughout the program; 
Ø Connections between emerging and executive leaders 

would be developed; and 
Ø Emerging leaders would be able to form a distributed 

network throughout the university if the relational aspects 
were attended to effectively. 

The purpose of the Emerging Leaders project was therefore to 
develop leadership of learning and teaching at the university, with a 
number of staff members identified as emerging leaders of learning 
and teaching. Given the assumptions above, the goals of the 
professional learning experience, and the needs of participants, a 
conversational approach was adopted. Instrumental to this approach 
was Earl and Timperley’s (2009) concept of professional learning 
conversations in order to explore what leadership means for emerging 
academic leaders in higher education and, more specifically, with 
regard to learning and teaching practices. 

Emerging 
Leaders 

Early career 
academic staff 
who have 
demonstrated 
local level 
leadership in 
learning and 
teaching. 

Executive 
Leaders 

A formal 
position with 
university-wide 
leadership 
responsibilities 
at the executive 
levels. 

Distributed 
Leadership 

A leadership 
approach that 
promotes an 
open culture 
and 
encourages 
collaboration 
at all levels 
across an 
institution. 
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The leadership program was thus structured as a conversation series 
involving six professional learning conversations that were based on 
the five leadership principles for action from the Handbook for executive 
leadership of learning and teaching in higher education (McInnis, Ramsden & 
Maconachie, 2012). The five principles drew on research and case 
studies that focus on what university leaders do to foster excellence in 
learning and teaching. 

It is important here to distinguish between the broader Emerging 
Leaders project and the more discreet academic leadership program 
(conversation series) that formed the central element of the project. 
The structure of the Emerging Leaders project is conceptualised in 
Figure 1. 

 
Figure 1: Structure of the Emerging Leaders project. 

AIMS AND DELIVERABLES 
Both the broader Emerging Leaders project and the academic 
leadership program were developed with specific objectives and 
outcomes in mind. 

The key deliverables for the overall project included: 

Ø A facilitation tool, the professional learning conversation 
protocol, to develop academic leadership for learning and 
teaching; 
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Ø A GGoooodd  pprraacc tt ii cc ee   gguuiiddee  that exemplifies the principles and 
framework adopted for the project, provides practical 
examples and reflections, and serves as a learning tool for 
those wanting to implement a conversational approach for 
developing leadership or similar topics; and 

Ø An OOnnll iinnee   rr ee ssoouurr cc ee   ppaacckkaaggee  that complements the Good 
practice guide, is made available publicly for the higher 
education community, and provides resources developed 
during the conversation series. 

The objectives for the academic leadership program focused more 
specifically on: 

Ø Supporting and developing academic leadership in learning 
and teaching; 

Ø Preparing academic leaders for the future by enabling them 
to engage with a principles-focused leadership program; and 

Ø Engaging in professional learning conversations to facilitate 
conceptual change, that is, what does it mean to be an 
academic leader in learning and teaching. 

The Good practice guide and the Online resource package are intended for 
higher education institutions and similar organisations that wish to 
explore conversational approaches to academic leadership or related 
topics. 

PURPOSE OF THE GOOD PRACTICE GUIDE 
The Good practice guide provides a practical framework for developing 
academic leadership in learning and teaching by drawing on the 
concept of professional learning conversations. 

By implementing a conversational approach, institutions will be able 
to draw on existing skills, experience and knowledge of participants 
embedded in actual practice, thus creating a “safe space” for 
examining real issues. Professional learning conversations also lend 
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themselves to situating experiences in a theoretical context. Such a 
framework may then lead to opportunities for re-interpreting and 
reflecting experiences back to the individual participants in new ways. 

Part 2 briefly explores the concept of professional learning 
conversations and provides some theoretical foundations. Part 3 
provides a set of guidelines and recommendations on how to 
implement conversation protocols for leadership development or 
similar topics within higher education. Also included here is a sample 
protocol, as well as various lessons learned from the Emerging 
Leaders project at USC. 

Part 4 illustrates how a conversational approach to leadership 
development can be set up, with USC as an example. Program 
artefacts and selected sample resources can be found in Part 5. 
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2  PP RROOFFEESSSSIIOONNAALL  LLEEAARRNNIINNGG  

CCOONNVVEERRSSAATTIIOONNSS  

WHAT ARE PROFESSIONAL LEARNING CONVERSATIONS? 
Professional learning conversations are facilitated conversations that 
allow participants to engage in a series of discussions about 
interconnected topics. They use inquiry methods, evidence and 
reflection to inform the discussion, draw on prior knowledge, develop 
relationships, create mutual understanding through collaborative 
practices, and offer constructive feedback. In this context, established 
protocols play a vital role in aiding participants to have constructive 
and outcomes-oriented professional learning conversations that create 
“new ideas, tools and practices” (Earl & Timperley, 2009, p.2) and 
where “initial knowledge is either substantially enriched or 
transformed during the process” (p.2). 

Accordingly, Earl and Timperley (2009, p.10) state that “[t]he basis of 
learning conversations is the mutual understanding of each 
contributor’s claims and the values, together with the reasoning and 
data on which they are based.” A key aspect of professional learning 
conversations is thus being evidence informed. 

Evidence-informed conversations are primarily characterised by an 
“iterative process of asking questions, examining evidence and 
thinking about what the evidence means in the particular context” 
(Earl & Timperley, 2009, p.3). To effect evidence-informed change 
and engage in professional learning conversations, Earl and Timperley 
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(2009, p.3) suggest that professional learning conversations need to be 
underpinned by three key aspects (Figure 2): 

Ø Adopting an inquiry habit of mind; 
Ø Considering relevant data and artefacts; and 
Ø Developing relationships of respect and challenge. 

 

Figure 2: Evidence-informed conversations (adapted from Earl & Timperley, 2009, p.3). 

Inquiry habit of mind 

Leaders with an inquiry habit of mind do not presume an outcome; 
instead they allow for a range of outcomes and keep searching for 
increased understanding and clarity. Inquiry-mindedness demands 
engagement in questioning, reflecting and decision-making, using 
data as a critical element in the process. 

Earl & Timperley (2009, p.5) 

Inquiry-mindedness is critical for effective decision-making, leadership 
and “a belief that improvements occur through engaging with the 
ideas of others and the evidence on which these ideas are based” (Earl 
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& Timperley, 2009, p.5). It is premised on the notion that decision-
making tends to involve a certain amount of guessing and the ability 
to tolerate ambiguity or uncertainty until deeper understanding based 
on evidence can be achieved. 

Differences in opinion or perspectives, or uncertainty, are thus not 
considered problematic as such but as “having the potential to 
increase the quality of ideas and information” (Earl & Timperley, 2009, 
p.5). 

Use of relevant data and artefacts 
In addition to adopting a habit of inquiry-mindedness, professional 
learning conversations are characterised by utilising appropriate 
evidence, data and artefacts for enriching and shaping the discussion. 
As Earl and Timperley (2009, p.8) contend, “[l]eaders must be able to 
discern between legitimate evidence and evidence that is suspect” by 
(a) becoming knowledgeable about the quality of evidence presented 
and (b) engaging in discussion about the appropriate interpretation of 
the data and artefacts. 

In professional learning conversations, evidence may come in the 
form of pre-texts or stimulus materials, for example, resources made 
available prior to a conversation to provoke participants’ thinking. 
Evidence may also come through the conversation itself, for example, 
by inviting a speaker who perhaps shares a strong message, presents 
compelling data, encourages participants to reflect on current practices, 
or invites them to critically examine beliefs and existing knowledge. 

Relationships of respect and challenge 
Professional learning conversations revolve around developing 
relationships of mutual respect and understanding whilst also being 
able to challenge and question each other. Showing respect should not 
be confined to giving equal airtime to opinions or ideas; it also 
includes effectively and constructively understanding and challenging 
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each other’s viewpoints and underlying assumptions (Earl & 
Timperley, 2009, p.10). 

Whilst, amongst other things, the facilitator’s role is to encourage 
participants to reflect on the why — and occasionally to probe deeper 
into their experiences and thoughts — they need to be mindful of 
creating an atmosphere that is conducive to sharing and develops 
relationships of mutual trust amongst participants. 

As a creative process, collaboration requires a high tolerance for 
open spaces, advanced skills in uncertainty, a hunger for the 
question, and a commitment to surpass what is routine. 

Thomson (2003, p.120) 

When professional learning conversations involve participants from 
wide-ranging backgrounds, they can act as a catalyst for participants to 
develop relationships they may not have had opportunity to develop 
otherwise. 

The key elements of professional learning conversations are 
summarised below: 

Ø Oriented to problems of professional practice; 
Ø Inquiry-focused; 
Ø Encourage relationship development between participants; 
Ø Use evidence and data in the form of interactive artefacts 

and shared experiences (as emerging during discussion and 
reflection); 

Ø Have formal structures and shared guidelines (protocol); and 
Ø Use a facilitator who has deep insight into the subjects being 

discussed. 

Conversation protocols 
These key aspects of professional learning conversations are facilitated 
by the use of protocols. They allow for structured conversations that 
create a set of shared learnings and can be defined as an “agreed upon 
set of guidelines for conversations” (Easton, 2009, p.1). Protocols 
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provide a space for groups to explore ideas together and stimulate 
highly focused and rich conversations. They allow participants to 
create collective knowledge, leading to deeper understanding and 
action not only individually but also across the whole group. In this 
way, participants are empowered to safely challenge widespread or 
underlying assumptions and to engage in constructive feedback 
processes. 

Successful learning conversations utilising a protocol approach are 
ideally enabled by a knowledgeable facilitator who seeks to encourage 
participants to share and, in particular, to deepen their understanding 
as they take turns to listen and speak. For protocols to become an 
effective learning tool, they need to be based on a set of common 
assumptions that are frequently negotiated by the group (see Part 3 for 
a sample protocol). 

WHY USE A CONVERSATIONAL APPROACH TO LEADERSHIP 

DEVELOPMENT? 
In keeping with the assumptions made about distributed leadership of 
learning and teaching, a conversational approach was seen as the most 
respectful way to engage emerging leaders in leadership development 
as part of the Emerging Leaders project. Conversational approaches 
provide a forum where what participants know, believe and do in 
practice comes to the surface quite naturally. Within the context of the 
conversation protocol, views presented in the small group can be 
engaged with, discussed and challenged for the purpose of further 
learning. Reflection on past experiences of leadership, traits and 
behaviours of leaders, and situations that required leadership quickly 
give way to considering one’s own identity as a leader. 

Rather than utilising a leadership training model that focuses primarily 
on knowledge transmission or skill development, the conversational 
approach specifically draws on the knowledge and experience from 
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within the group, which forms a basis for collaborative learning and 
relationship building. 

Adopting a structured conversation framework also creates a specific 
learning culture for leadership as it allows participants to engage in 
professional discussions by using guidelines for safely challenging 
assumptions, using evidence-driven arguments, building common 
language, and giving and receiving feedback. The conversational 
approach can be further enriched by utilising a range of resources (e.g. 
pre-reading, post-discussion) to engage participants and provide 
stimuli for reflection. 

The next part of this guide shows how the concept of professional 
learning conversations can be implemented using a protocol-based 
approach. 
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3  II MMPPLLEEMMEENNTTIINNGG  AA  PPRROOFFEESSSSIIOONNAALL  

LLEEAARRNNIINNGG  CCOONNVVEERRSSAATTIIOONN  SSEERRIIEESS  

Since conversation protocols are “simply an agreed upon set of 
guidelines for conversation” (Easton, 2009, p.1), the question then 
arises how professional learning conversations using a protocol as 
their framework should best be set up. This part of the guide provides 
good practice guidelines for implementing professional learning 
conversations to effect conceptual change within a learning and 
teaching context. 

CONCEPTUALISING A SERIES 
It is helpful to conceptualise professional learning conversations as a 
series of conversations leading to particular outcomes that takes 
place over a specific timeframe with a select group of participants. 

When thinking about implementing a conversation series, the 
following five key elements need to be considered: 

1. Why is the conversation series taking place? What is its 
purpose? 

2. What are the key topics? Themes? Principles? 
3. Who are the participants? How are they selected? What will 

they do in the conversation? Who else is involved in the 
conversation (e.g. conversation leaders)? 

4. When and where are the conversations taking place? 
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5. How are the conversations framed? Is there any preparation? 
Prior reflection? What is the protocol for each conversation? 
How is it negotiated? 

Why? 
Perhaps the most fundamental consideration needs to be given to the 
underlying rationale and purpose upon which the conversation series 
is to be based. Participants involved in the conversations need to be 
clear on the purpose of the conversations and why they are 
participating in the program in order to engage in the conversations 
constructively. 

To generate buy-in, it is crucial for those facilitating the program to 
advocate for it across the institution, especially with and through 
executive and senior staff. 

What? 
Depending on the subject that the professional learning conversations 
are exploring, the identified topics or principles should be challenging 
and complex enough to be worthwhile discussing in depth. 
Professional learning conversations are not the right tool for topics 
where the outcome is pre-determined. 

Consideration of the learning outcomes should guide the topic 
selection for the series and for each conversation. Topics should be 
planned in advance but flexibility is required if adaptations need to be 
made to facilitate effective conversation progression and engage 
participants. 

Who? 
Participant selection should be dependent on the outcomes that have 
been set for the conversation series. It may be a requirement for all 
staff in a particular area to engage in the conversation series as part of 
professional development, or the conversation series may be used as a 
tool to prepare a group for an organisational change or to help solve 
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an organisational or shared problem. Alternatively, members might be 
selected as a form of recognition or to prepare them for more 
responsibility. They may also self-select because they are interested in 
the topic of the conversation series. 

Consideration has to be given to planned homogeneity or 
heterogeneity in relation to the goals of the conversation series. 
Diversity (backgrounds, levels of experience, etc.) might be important 
to achieve some outcomes but unnecessary or undesirable for others. 
Having a clear idea of who to involve will be crucial for creating 
conversations that stimulate but also challenge participants effectively. 

The size of the group overall and the size of each conversation group 
must ensure that every participant will have opportunities for 
substantive conversation, that is, exchanges that last beyond a simple 
initiation and response, are reciprocal and provide opportunities to 
develop shared understanding (Tanko & Atweh, 2012). 

Participants should also be encouraged to develop professional 
relationships outside the immediate conversation (e.g. by providing 
coffee vouchers) as this will further foster group cohesion. 

Conversation leaders may also be invited to stimulate discussion by 
bringing a strong message to the conversation, into the small-group 
conversations and for individual reflection. 

If the conversation series is to include conversation leaders, it is vital 
to identify conversation leaders who have the credentials and esteem 
to provoke the group appropriately, are able to provide authentic and 
challenging input, and are genuinely interested in connecting with 
participants as part of the conversation. Conversation leaders may be 
invited to present introductory comments on the topic for stimulating 
discussion or be asked to act as a source of data. In any case, thought 
needs to be given as to how and when conversation leaders are briefed 
so that the ensuing conversation is facilitated successfully. 

Conversation 
Leader 

Invited executive 
leaders from 

across the 
university or 
beyond who 

share a message 
relevant to the 

topic, stimulate 
discussion and 

provoke 
participants’ 

thoughts. 
Distinct from the 

conversation 
facilitator who 
structures the 
conversation. 
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Another way to use conversation leaders may be to form a panel that 
presents various views on the same issue and challenges participants 
to engage with contrasting perspectives. 

When and where? 
Like most forms of professional development, the conversation series 
needs to occur when participants have the time and space to be 
involved. The timing of the conversations needs to enable momentum 
but also allow for reflection between each conversation. Depending 
on the needs of the organisation and the participants, weekly, 
fortnightly or monthly works best. Setting and sharing the dates for 
the whole series before it begins is an effective strategy for ensuring all 
participants can be involved. 

The location needs to enable whole group and breakout conversations 
to occur with ease. Moving outside of the regular work environment is 
helpful for engagement. Creating an atmosphere that recognises and 
values participants’ time and engagement, using high-quality resources 
and providing refreshments all enable the participants to feel more 
engaged with the conversation, and allow for social coherence and 
commitment to the group’s activities to develop. Additionally, the 
informal time as people gather before the formal conversation begins 
is a helpful transition from other activities that participants have been 
engaged in throughout their busy workday. 

Once the program has finished, it is important to celebrate the end of 
the conversation series and acknowledge participants’ time 
commitment through some form of recognition (e.g. small thank-you 
gifts or certificates). 

How? 
The planning, execution and evaluation of a conversation series is 
complex. In this section it is addressed in some detail so that the 
process can be replicated. 
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A conversation series is an iterative process where each conversation 
includes: 

Ø A pprree -- tt eexxtt  for the conversation (What is the underlying 
driver or principle? How is the conversation framed?); 

Ø Preparation for the facilitator as well as participants; 
Ø The actual conversation taking place, utilising a protocol; 

and 
Ø The opportunity to debrief and thus inform the structure or 

shape the direction of the next conversation. 

Pre-text 
For this project, the meaning of pre-text draws on Cecily O’Neill’s 
(1995) seminal work in this area. A pre-text in the context of 
professional learning conversations is a source or stimulus that 
initiates participants’ engagement with the topic. Further, the pre-text 
becomes a source of evidence that can be brought to bear in the 
conversation itself. Depending on the topic that is being prepared, the 
pre-text can be any appropriate artefact or “text” that is shared prior 
to the conversation, for example, pre-reading, video 
extracts/summaries, images, statistics or questions. Whatever is 
selected or created should be the appropriate level and length for 
participants, encourage reflection, invite exploration and engage 
participants in the possibility of transformative learning. 

Preparation 
Being prepared is the key to ensuring successful conversations take 
place. This applies to both the facilitator and participants. Whilst the 
facilitator needs to be knowledgeable, have a firm grasp of the 
principle or theme to be discussed, and be ready to structure the 
conversation effectively, participants should been given the 
opportunity to prepare for the conversation through interaction with 
the pre-text/s. In addition, the facilitator — or project staff — needs 
to make the required logistical preparations. This may include: 
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Ø Developing or sourcing pre-texts (pre-readings, videos or 
other stimulus material) and setting up an online 
environment for pre/post discussion, including providing 
access for participants; 

Ø Preparing briefings for conversation leaders (including 
conversation questions, briefing papers); 

Ø Sending invitations/reminders to participants and 
conversation leaders; 

Ø Organising room bookings and catering; and 
Ø Setting up recording equipment (as required) and post-

editing. 

For more details on the logistical preparations, see Part 5, which 
provides a sample timeline. 

Conversations 
Adopting protocols as a learning tool for structuring conversations 
fosters collaborative dialogues and keeps participants’ attention 
focused on the principle to be discussed. Furthermore, pre-texts or 
other evidence can play a critical role since “[u]sing protocols to 
promote dialogue around a common reading assignment is less 
threatening than conversations focused on personal practice” (Glaude, 
2011, p.2). 

Ideally, protocols for a conversation series show several common 
elements but they should also allow participants and the facilitator the 
space to negotiate the protocol for the next session. Protocols need to 
be developed to fit the purpose and time constraints of the 
conversation series and to be adapted as necessary. Professional 
learning conversations using protocols tend to last around 45–60 
minutes, ideally with 6–7 participants (per group), in order to facilitate 
effective group discussion and allow everyone to contribute their 
thoughts. Glaude (2011, p.7) also suggests that note-taking should be 
discouraged in order to promote deep listening. 
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Participants may either help develop the protocol or agree to its 
format at the start of the conversation. This supports an iterative and 
reflective approach. The conversation is structured to elicit 
participants’ initial reflections, to share and interrogate key ideas and 
to discuss the influence of these on their learning. 

Debrief 
The end of each conversation is marked by the opportunity to debrief, 
another key element of conversation protocols: how did the protocol 
support the conversation and how might it be improved for the next 
one. Debriefing is an iterative process, both with participants and 
amongst the facilitating team members or project staff. 

Conversation protocol 
A sample conversation protocol may look like this: 

1. Introduction/aim of the protocol, including any changes 
made to the protocol since the last conversation, based on 
negotiation and debrief with participants (facilitator-led). (3 
min) 

2. Opportunity for individual reflection (from the stimulus 
materials, message from the conversation leader, or other 
artefacts and data). (10 min) 

3. Group dialogue creating shared understanding and learning. 
(15 min) 

4. Response and closure. (15 min) 
5. Debrief of the conversation process and negotiation for next 

conversation protocol. (5-7 min) 
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THE THREE PHASES OF A PROFESSIONAL LEARNING 

CONVERSATION SERIES 
Another way to conceptualise implementation of a professional 
learning conversation series is to frame it as a three-phase process: 
pre-program, during-program and post-program. Figure 3 shows the 
three phases for planning a conversation series. 

 
Figure 3: Process for planning a conversation series. 

Phase 1: Pre-program 
Once the need for a conversation series has been established, the pre-
program phase requires significant initial planning and logistical 
organisation. This includes securing funding for the program, 
identifying appropriate topics or principles for the series, inviting 
conversation leaders, choosing an appropriate venue and suitable dates, 
selecting and inviting participants, developing or selecting the pre-text 
or stimulus materials, and designing the protocol for the first 
conversation. 

Phase 2: In-program 
The second phase is iterative, that is, repeated for each conversation, 
involving briefings for conversation leaders (where applicable), 
confirming logistical details, making the pre-text or stimulus materials 
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available to participants, facilitating the conversation, and then 
reviewing and refining the conversation protocol. 

Phase 3: Post-program 
The final phase of the series revolves around celebrating, debriefing 
and, if desired, formally evaluating the program. 

Part 5 provides a sample project timeline for implementing a 
professional learning conversation. 

PREPARING YOURSELF AS A FACILITATOR OF A PROFESSIONAL 

LEARNING CONVERSATION 
Facilitating conversations is a key activity in a successful professional 
learning conversation series. Who should facilitate each conversation 
requires thought and insight. It may be useful to have a number of 
facilitators or to ask the same person to facilitate each conversation. 

Facilitators need to have experience in the area for discussion in order 
to appropriately create and shape the conversation and challenge 
participants. Ideally, they have a recognised senior role within or 
beyond the organisation and, crucially, come to the conversation 
prepared, in terms of both understanding the protocol and being 
familiar with the topic of that conversation. 

Being a good listener and practising active listening is an essential skill 
for facilitating a professional learning conversation. Facilitators not 
only need to be able to understand participants’ perspectives but they 
also need to help participants to understand each other (e.g. by 
drawing on cues or rephrasing statements or comments). 

Beyond supporting participants — and the conversation — by actively 
listening, facilitators manage the conversation. Being sensitive to the 
ebb and flow within a conversation and being able to manage that by 
taking action or stepping back appropriately is key to ensuring the 
conversation remains effective. 
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Whilst the conversation protocol provides the overall structure, 
facilitators need to be astute enough to recognise worthwhile 
diversions and opportunities in the conversation, thus keeping the 
protocol and conversation dynamic (but also being mindful of the 
time). 

Key to this is the ability to keep the purpose of the conversation in 
mind and to ask meaningful questions that move the conversation 
forward or get it back on track. This is especially important when 
challenging events occur, for example, when the conversation comes 
to a stop and participants have nothing to contribute or when 
participants seize the stage and dominate the interaction. 

Equally important is being able to recognise when the conversation is 
going well and to reflect on how a positive or empowering 
conversation was generated. When facilitators are able to step down as 
“expert” and adopt the stance of a genuine co-inquirer alongside the 
participants, robust but respectful and meaningful conversations tend 
to develop as a result. In this way, participants and facilitators help 
each other to come to new understandings. Participants feel 
empowered through such conversations as they have been given 
agency and the opportunity to raise genuine questions and issues. 

At the end, it is important to close the conversation effectively by 
summarising the key points and allowing participants to reflect on 
what new insights they gained, and by seeking feedback from 
participants on the protocol itself. 

It is helpful to have a project facilitator debrief, whether that is the 
same day or a day or two after the conversation has taken place. This 
allows the facilitators to reflect on and share their experience whilst 
impressions are still fresh, and provides the opportunity to review and 
revise the protocol in preparation for the next conversation. 

Another important facilitator activity is to share and test with 
participants their own reflections on and key points and 
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understandings taken from a specific conversation. This can be done 
through email or other shared discussion forums, if they are being 
used, and is best done as a follow-up after each conversation. This 
process continues the iterative and transformative potential of the 
overall approach to professional learning and development (see Figure 
3). 
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4  AA DDOOPPTTIINNGG  AA  CCOONNVVEERRSSAATTIIOONNAALL  

AAPPPPRROOAACCHH  TTOO  LLEEAADDEERRSSHHIIPP  AATT  UUSSCC  

Part 4 of the Good practice guide provides a practical example of how 
professional learning conversations may be implemented by 
presenting the Emerging Leaders project as a case study. 

EMERGING LEADERS AT USC 
The Emerging Leaders project at USC explored the merits of adopting 
a conversational leadership approach to academic development 
(learning and teaching) by considering how the principles for 
executive leadership could be applied to the work of emerging leaders 
of learning and teaching. 

A group of twenty-one emerging academic leaders was invited to 
participate in a series of professional learning conversations structured 
around the five leadership principles from the Handbook of executive 
leadership in learning and teaching in higher education (McInnis, Ramsden & 
Maconachie, 2012). The conversation series involved facilitated 
discussions with university executive leaders and the emerging leaders, 
as well as small-group discussions based on a professional learning 
conversation protocol. 

A key aspect of the project was to integrate a conversational approach 
to leadership with a principles-focused program in order to engage 
participants in specific topics and prepare them for their future as 
academic leaders. 
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The handbook is the result of the OLT grant A Handbook: 
Leadership for Excellence in Learning and Teaching (2011–2012), and 
provides an evidence-based response to the challenges of leadership 
and implementing effective practices in learning and teaching in higher 
education. 

The espoused principles demonstrate a planned distributed approach 
to leadership of learning and teaching whilst recognising the 
significant formal responsibilities of executive leaders in the university 
setting. 

The conversations were fantastic because I had a chance to learn 
about higher management and I experienced how higher 
management sees the university and the strategies applied. 

Emerging Leaders program participant 
 
They are of primary relevance for executive leaders, but also have 
application to the work of emerging leaders. 

Project structure 
The project was led by four project facilitators representing the two 
faculties at USC, learning and teaching, and human resources. 

Academic staff from a range of disciplines and schools were 
nominated by their Head of School or Executive Dean and invited to 
take part in the leadership program. These academics were identified 
as emerging leaders because of their current involvement as program 
leaders and/or an interest in future academic leadership. 

It’s so powerful when someone senior comes along and says “Mate, I 
believe in what you’re doing. I think you should go along to this.” 
That’s powerful. 

Emerging Leaders program participant 
 
The program involved participation in six face-to-face conversations 
of two hours, held about one month apart. The first hour was 
structured as a plenary session with an invited conversation leader 

Program Leader 

Academic staff 
who coordinate 
and lead an 
entire degree or 
program of 
study, either at 
undergraduate 
or postgraduate 
level (e.g. 
Bachelor of 
Business). 
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who represented the university’s executive or similar leadership role. 
This leader introduced the principle for discussion and provided their 
perspective on its meaning. On one occasion the conversation was led 
by a student panel, whilst on another the panel represented 
professional and executive academic staff of the university. 

All those conversations that we have, or that we had, with the DVC 
and the VC, it was good to hear them say “we need you”. 

Emerging Leaders program participant 
 
The second hour was conducted in three small groups of 5 or 6 
participants. Groups were reorganised each time to encourage 
relationship development beyond existing friendship groups or 
school-level alignments. In the small groups, participants had the 
opportunity to provide an individual reflection on the message, 
stimulus materials or reflection questions; they then engaged in 
discussing their understanding of the respective principle and how it 
related to their academic practice as emerging leaders. 

There was different dynamics every time because you were with a 
different set of people, which was, I think, really important … So I 
think moving groups meant that you heard from someone new and 
you’re facilitated again by someone new, which meant that there 
were two dynamic shifts and, of course, the conversation was 
different. So there were three dynamic shifts. I think that was great. 

Emerging Leaders program participant 
 
The small group also facilitated relationship building and interaction 
through sharing reflections on the discussion held in first hour. This 
part of the 2-hour conversation was structured around a specifically 
developed professional learning conversation protocol. 

All small-group sessions were audio-recorded for analysis purposes; in 
addition, the plenary sessions were video-recorded, and 5–10 minute 
edited versions, constituting summaries of the learnings, were made 
available online for participants to reflect on following each 
conversation. 
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All of those things made a very big difference because they show 
respect. They are about saying you’re important, this process is 
important, we value you, we value the process, we want you to take 
time here. I thought all of that was just fantastic. 

Emerging Leaders program participant 
 
All meetings, plenary sessions and subsequent small groups were 
facilitated by the project leaders. To acknowledge the importance of 
the program, meetings were held at the Chancellery, with drinks and 
light refreshments provided each time. The end of the program was 
marked at a special occasion to which all executive leaders who had 
participated in the conversation series were invited to attend. 
Participants’ involvement and contribution were specifically 
recognised with small thank-you gifts. 

In terms of the structure of the conversation series, the first 
conversation provided an introduction to the program’s 
conversational approach based around the five principles. It also 
allowed participants to become familiar with the principled approach to 
leadership. Subsequent conversations then explored how each principle 
applies to or is relevant for emerging academic leaders. 

Prior to each conversation, pre-texts were made available online, 
allowing participants to prepare for the conversation. Participants 
were encouraged to: 

Ø Read the relevant chapter from the handbook; 
Ø Reflect on provocative conversation questions that 

prompted their thinking and engaged them with the topic; 
Ø Watch a pre-recorded video introduction from each guest 

speaker/panel that outlined the key theme for discussion; 
and 

Ø Engage in the online discussion forum, post further 
questions and interact with each other (both prior to and 
after the conversation). 
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The pre-conversation materials were supplemented with other 
relevant information as needed, such as university or sectoral data and 
links to other significant resources (e.g. OLT grants, journal articles). 

During the conversation series, other opportunities for joint meetings 
arose, including a meeting with the Chief Financial Officer that 
provided an overview of how funding and budgeting are structured 
across higher education and, specifically, the university. These 
meetings were held outside the formal conversation series. 

Following the completion of the program, participants were invited to 
take part in a semi-structured interview and evaluate the program. 
Interviews were audio-recorded and conducted one-on-one with one 
of the project leaders. 

Establishing a protocol for Emerging Leaders 
The Emerging Leaders project developed a conversation protocol for 
conducting the second part of each conversation: the small-group 
discussions that allowed participants to reflect on the topic shared in 
the first hour and to engage in discussion. 

Each small-group conversation was facilitated using a common 
protocol, developed collaboratively by the project leaders. The 
protocol was then adapted for each conversation based on feedback 
and negotiation at the previous conversation. Common elements 
across all conversations included a brief introduction to the protocol 
for the respective conversation, followed by an opportunity for each 
participant to reflect on the message from the preceding plenary 
session and the broader leadership principle to be discussed. 
Participants were then encouraged to respond and to discuss key 
questions and issues raised, and to provide constructive feedback or 
challenge beliefs. Conversations concluded with the opportunity to 
debrief the protocol and to provide suggestions for improvement. At 
various times, participants created their own summaries of the 
conversation. 
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Whilst the protocol for this project was developed specifically for 
emerging academic leaders, it can be applied to a range of topics or 
contexts relevant to learning and teaching. 

I found it really useful to watch the video beforehand, to know what 
kind of conversation we were having. So that was really good. 

Emerging Leaders program participant 
 
The next section constitutes a short record of each conversation that 
provides a high-level illustration of the principles, highlights some of 
the issues considered, and identifies key themes that emerged from the 
professional learning conversations. 
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IInn tt rr oo dd uu cc tt oo rr yy   cc oo nn vv ee rrss aa ttiioo nn   ~~   AA   pp rriinn cc iipp llee dd   
aa pp pp rroo aa cc hh   ttoo   llee aa dd ee rrss hh iipp   

The age of the entrepreneurial university requires a lot more 
proactive leadership across the whole institution. 

Don Maconachie, Director, Executive Projects Unit, USC 
Introductory Conversation Leader 

The Emerging Leaders project began the conversation series with a 
general introductory session, prior to which participants had been 
invited to reflect on several questions, including what leadership 
means. 

Reflection questions 
v What do you hope to get out of the series of conversations? 
v What does leadership mean to you? 
v Why do you think leadership in the context of learning and teaching is 

important? 
v What challenges do you think leaders in learning and teaching face? 

The first part of this session allowed participants to get to know each 
other, the project leaders to discuss the purpose of the leadership 
program, and participants’ involvement (Why are you here?), as well as 
including some general housekeeping (e.g. ethics processes). More 
importantly though, the first meeting introduced participants to the 
concepts of professional learning conversations, using protocols, and 
the principles-based approach to leadership, which set the scene for 
subsequent conversations. 

Research suggests that leadership is to good teaching what good 
teaching is to good learning: the creation of an environment that 
causes teachers to want to produce their best is a critical factor in 
how well they perform as teachers and therefore how well the 
students learn. Leadership is essential in that regard, it drills right 
through to the quality of learning. 

Don Maconachie, Director, Executive Projects Unit, USC 
Introductory Conversation Leader 
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The plenary session was then continued by a guest speaker from the 
university executive leadership team, who presented the core elements 
of the five leadership principles and focused participants’ attention on 
two broad questions: 

1. What can practically be done to implement the principles and 
elements outlined in the handbook? 

2. What are the implications for academic leadership sub-
executive level (e.g. deans, program leaders, course 
coordinators)? 

Participants then broke into small groups, reflecting in particular on 
what leadership means and on their personal leadership journey (see 
Part 5 for the full conversation protocol). 

Key themes that emerged during the small-group discussions were: 

Ø Acknowledging that teaching quality and retention are 
complex but important issues; 

Ø Recognising the need for creating collaborative practices 
amongst academic staff; 

Ø Establishing team/peer support structures and mentoring 
relationships as powerful tools for improving teaching 
practices; and 

Ø Considering what makes a good leader. 

  

Course 
Coordinators 

Academic staff 
who coordinate 
a course (unit) of 
study, either at 
undergraduate 
or postgraduate 
level (e.g. 
Introduction to 
Economics). 
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CC oo nn vv ee rrss aa ttiioo nn   11   ~~   SS hh aa pp iinn gg   tthh ee   ss ttrraa ttee gg iicc   vv iiss iioo nn   

Understand what the vision is, demystify fact from fiction in the 
debate. Reinforce that to improve, change is critical. 

Professor Greg Hill, Vice-Chancellor and President, USC 
Conversation 1 Leader 

The first principles-focused conversation invited participants to 
consider the relevance and importance of a university’s strategic vision 
of learning and teaching by engaging with the first principle in the 
handbook. 

Principle 1 
v Applying up to date knowledge of how teaching influences learning 
v Identifying the institutional factors that affect student success 
v Conceptualising the future student experience 
v Assessing the current performance of the institution 
v Balancing collegial and managerial imperatives 

As McInnis et al. (2012) outline in their handbook, a “clear and 
inspiring vision” of learning and teaching is a “critical element in 
determining the credibility and impact of executive leadership” (p.13). 
For a strategic vision to be powerful, it needs to be compelling, 
inspiring, and underpinned by a strong rationale that considers current 
knowledge, national and international trends and data, and 
institutional factors that affect the student experience and outcomes. 
The strategic vision also needs to be aligned to an institution’s core 
values and objectives, as well as clearly conceptualise and shape the 
future learning and teaching experience. To sustain the creative 
momentum of a strategic vision, leaders will need to gather support 
and create commitment from across all areas within an institution, 
including academic, professional and support staff. 

Leading up to the conversation, participants were encouraged to 
reflect broadly on the importance of strategic visions for learning and 
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teaching and, more specifically, consider USC’s strategic vision for 
learning and teaching. 

Reflection questions 
v Why is a strategic vision important for learning and teaching? 
v How would you describe USC’s strategic vision for learning and teaching? 
v What can you do as an Emerging Leader to shape and share the strategic 

vision? 
v As a result of our conversation so far, what does leadership mean to you? 

Given the importance the strategic vision plays for any institution, the 
guest speaker for this conversation was USC’s Vice-Chancellor, 
Professor Greg Hill, who addressed USC’s strategic vision for learning 
and teaching, challenged participants to reflect on their leadership 
potential, and inspired them to take the next step in their journey and 
academic practice. 

Key themes that arose from the learning conversations include: 

Ø Recognising the importance of being creative and connecting 
new ideas with data, shaping them into coherent innovations 
and plans in order to contribute to strategic vision and effect 
change; 

Ø Keeping abreast of current trends and new directions that 
impact on strategic visions and leadership priorities; 

Ø Recognising that “leadership is a choice”; being a leader with 
purpose; and recognising that leadership can, at times, be 
uncomfortable; 

Ø Seeking advice from leaders around you: developing a culture 
of sharing and collaboration to “bring out the best in others”; 
and 

Ø Being aware that leadership activities need to be aligned with 
the strategic vision and plans.  
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CC oo nn vv ee rrss aa ttiioo nn   22   ~~   IInn ss pp iirr iinn gg   aa nn dd   ee nn aa bb ll iinn gg   
ee xx cc ee ll llee nn cc ee   

Emerging Leaders’ role includes being a champion of the vision 
within the university, innovators, exemplars for their colleagues, and 
also being savvy about what’s happening in the higher education 
space and in their own university. 

Professor Birgit Lohmann, Deputy Vice-Chancellor, USC 
Conversation 2 Leader 

The next conversation gave participants the opportunity to engage 
with the second principle in the handbook and reflect on how 
achieving excellence in learning and teaching can be translated into 
academic and leadership practice. 

Principle 2 
v Maintaining personal credibility through leadership in interpreting and 

shaping the national policy landscape 
v Developing a coherent set of policies and objectives that support the vision 
v Presenting the vision as achievable with early wins and long-term change in 

sight 
v Developing a focused learning and teaching plan 
v Securing sufficient funds to support the vision 
v Creating the conditions that enable academics to strive for excellence in 

teaching 
v Stimulating staff engagement 

Having a strong understanding of the higher education landscape and 
current national — if not international — trends allows leaders to 
genuinely inspire the university community to strive for excellence in 
learning and teaching (McInnis et al., 2012). This then translates into 
being committed to shaping and improving key learning and teaching 
policies, systems and conditions in alignment with the vision and 
within the institution. It also includes drawing on accurate data and 
evidence (e.g. meaningful performance measures) to inform these 
decisions and positively impact the student experience, as well as 
understanding that support across the university community and 
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developing momentum are critical to effecting positive change. Being 
committed to excellence is reflected in adopting collaborative practices 
that establish a sense of ownership amongst academic and 
professional staff, and in aligning aspirations with appropriate funding 
allocations. 

Promoting excellence in learning and teaching explicitly is about 
sharing the vision, removing roadblocks and setting up systems and 
processes that enable all staff to practice and strive for excellence. 

As preparation for the conversation, participants considered how 
excellence can be inspired in staff and how this benefits the broader 
university community. 

Reflection questions 
v What benefits can be gained by the university community, by teams, and by 

individuals through pursuing excellence in learning and teaching? 
v Which leadership attributes could you employ to inspire and enable 

excellence in learning and teaching? 
v As a result of our conversations so far, how has your understanding of 

leadership changed? 
 
Guest speaker, Deputy Vice-Chancellor Professor Birgit Lohmann, 
then challenged participants’ thinking and views on leadership and 
excellence during the plenary session, asking them to reflect on how 
leaders can make a contribution and inspire others. 

The subsequent professional learning conversations saw these key 
themes emerge: 

Ø Adopting collaborative leadership approaches to inspire 
others, effect change and communicate effectively, thus 
establishing trust amongst the university community/ 
members; 

Ø Recognising that colleagues/staff may have different agendas 
but, seeking to identify synergies first, build trust and gain 
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support, thus moving towards creating solutions and not just 
identifying problems; 

Ø Having an awareness of the broader context to inform 
decision-making, incl. budgets, policy, organisational values, 
situational differences; 

Ø Recognising policy as a forward-focusing tool that can help 
give direction, inspire others and lead to excellence; 

Ø Being strategic in making choices (incl. being a leader by 
choice), especially since time is a precious commodity and 
every choice or opportunity has a cost; 

Ø Recognising the importance of students and their voice, 
especially in a climate where research is highly valued; and 

Ø Pursuing excellence and passion in teaching to enhance the 
student experience. 
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CC oo nn vv ee rrss aa ttiioo nn   33   ~~   DD ee vv oo llvv iinn gg   llee aa dd ee rrss hh iipp   oo ff   llee aa rrnn iinn gg   
aa nn dd   ttee aa cc hh iinn gg   

Devolved leadership is the actual converse of micro-management. 
It’s not a different layer of micro-management. It’s taking shared 
responsibility for the decisions being made. 

Craig McInnis, Director, PhillipsKPA 
Conversation 3 Leader 

Following discussions about strategic visions and how to implement 
them, the third conversation then invited participants to consider the 
value of devolving leadership (Principle 3) to ensure “wide ownership” 
(McInnis et al., 2012, p.27) and shared responsibility amongst staff in 
realising the strategic vision. 

Principle 3 
v Ordered flexibility in the approach to implementation 
v Aligning faculty and departmental leadership of teaching with institutional 

goals 
v Building a critical mass of leaders of learning and teaching 
v Promoting collaborative approaches to the improvement of learning and 

teaching 

Successful leadership requires “flexibility in how a vision is delivered 
and practised” (McInnis et al., 2012, p.27), thus making the 
conversation around achieving institutional goals a much broader one 
and resulting in greater buy-in from staff and students across the 
university community. Key to establishing widespread ownership and 
engagement is the effective alignment of management actions and 
clearly articulated institutional goals and collegial values, as well as 
developing committed leaders who can inspire and advance the 
institution’s vision across their sphere of influence and take 
responsibility on an institutional level. Devolution is not about 
delegation; it involves shared responsibilities, being able to make 
discretionary decisions at the local level, and establishing a culture of 
collective understanding and collaboration. 
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Mechanisms for devolving leadership, engaging staff across various 
levels of the organisation, and implementing objectives include 
utilising existing groups (e.g. academic boards, committees, academic 
development units) and, where necessary, establishing formal 
reporting structures to help monitor and evaluate progress. This 
should be done with a cooperative perspective in mind that seeks to 
recognise excellence but is also keen to learn from best practice at 
other institutions. Lastly, as McInnis et al. (2012) point out, involving 
students, and thus sharing responsibilities, needs to be recognised as a 
highly productive means to achieving institutional goals and 
implementing learning and teaching objectives successfully. 

Prior to the conversation, participants were invited to reflect on a 
number of questions, engage with the respective chapter in the 
handbook, and consider the issue of “boundary crossing” through a 
provided text. 

Reflection questions 
v What do you think the key features of a devolved approach to leadership in 

learning and teaching are? 
v What are the benefits and challenges of devolving leadership in this way? 
v What is the role of our senior leaders in a devolved leadership model? 
v What do leaders at the local level need to do? 

The plenary session for Conversation 3 was led by one of the authors 
of the handbook, Director of PhilipsKPA, Dr Craig McInnis. Craig 
shared his own leadership journey with participants and provided 
insights on what devolved leadership means in practical terms. 

Participants then discussed the implications of devolved leadership 
and reflected on Craig McInnis’s message in small groups. Key 
themes identified were: 

Ø Being accountable and responsible, having goals and 
direction, working collaboratively and sharing wisdoms as 
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fundamentals for effective leadership (though some of these 
may not be supported by current systems); 

Ø Making space for conversations, whether informal or formal; 
Ø Recognising that your actions act as a catalyst, linking people, 

projects and ideas, and that stepping forward with your ideas 
as a leader is key; 

Ø Accepting that tensions between individual work spaces and 
collective work spaces exist, but that these can be harnessed 
for productive outcomes by creating synergies and finding 
new directions; and 

Ø Acknowledging that there needs to be a balance between 
“corporate practices” (strategic visions, institutional goals, 
individual performance plans) and “academic autonomy”. 
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CC oo nn vv ee rrss aa ttiioo nn   44   ~~   RR ee ww aa rrdd iinn gg ,,   rree cc oo gg nn iiss iinn gg   aa nn dd   
dd ee vv ee lloo pp iinn gg   ttee aa cc hh iinn gg   

I see that [recognising/rewarding teaching] really happening in the 
uni now, and I think people are a lot happier, too, with that 
recognition. 

Emerging Leader program participant 

The fourth conversation focused participants on the question of how 
teaching excellence can be rewarded and recognised appropriately 
within the broader context of institutional values, priorities and drivers. 

Principle 4 
v Setting clear institutional expectations about the nature and outcomes of 

effective teaching 
v Ensuring that deans and heads acknowledge and reward the teaching 

function of individuals and academic units 
v Linking formal rewards (e.g. promotions, awards, financial incentives) to 

teaching excellence and the performance of academic units 
v Aligning professional development opportunities with strategic learning and 

teaching goals 
v Promoting the university as a successful teaching institution 

As McInnis et al. (2012) point out, recognising and valuing teaching 
excellence appropriately continues to be a controversial issue in higher 
education, with many academics believing that “teaching is 
undervalued compared with research” (p.31). To promote effective 
teaching, clear institutional expectations about teaching excellence 
need to be set and driven in a top-down approach: Communicating 
the importance and integral nature of teaching (including student 
retention) as core business needs to be viewed as a key priority for 
senior leaders and, in fact, the whole university community. 

Incentives for formal teaching awards (both internal and external) as 
well as advancing teaching excellence through academic promotion 
schemes provide explicit means for improving the value of teaching. 
In addition, engaging academic development or other support units to 
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develop and enrich effective teaching practices is vital for 
communicating institutional commitment across the university and the 
broader community, thereby positioning the university as an 
institution that provides an outstanding student experience. 

Before the conversation, participants had been asked to reflect on 
what “effective teaching” is and how they, as emerging leaders, can 
take on an active role in promoting excellence and rewarding 
outstanding teaching achievements. In addition to the introduction 
video, reflection questions and the relevant chapter in the handbook, 
participants were provided with a text on “agency in leadership”. 

Reflection questions 
v What is USC’s expectation about the nature and outcomes of effective 

teaching? 
v Why is developing, recognising and rewarding excellence in teaching 

important to the organisation? 
v What role can you play in activating this principle? 

Conversation 4 was led by a panel of senior leaders, comprising of two 
faculty deans, the director of human resources, and a head of school. 

Having a panel opened the conversation to different perspectives 
around learning and teaching. It gave participants the opportunity to 
exchange ideas and enter into a forum with senior leaders about how 
the university can enrich its support and increase recognition of 
learning and teaching excellence. The panel in turn was keen to instil a 
sense of enthusiasm and passion, encouraging participants to consider 
their role in advancing learning and teaching across the university. 

The small-group session continued this conversation, with participants 
reflecting on their practice and how they could tangibly shape and 
influence the future of learning and teaching. 

Key themes coming out of the conversation include: 
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Ø Acknowledging that learning and teaching leadership, 
especially on the program leader level, happens both within 
the classroom and out of class, with the latter being much 
less recognised than in-class activities; 

Ø The importance of maintaining passion in teaching and 
finding the catalyst to reinvigorate the passion for learning 
and teaching periodically; 

Ø Being able to constantly adapt and take time to reflect on 
one’s leadership skills; 

Ø Recognising mentoring relationships as the most effective 
mechanism to build learning and teaching leadership capacity; 

Ø Learning how research and teaching form a nexus rather 
than considering teaching being an “add-on”; and 

Ø From an institutional perspective, recognising that intrinsic 
rewards are key (with autonomy at the centre), whilst the 
need for or pursuit of external rewards (e.g. official awards) 
may vary between individuals. 
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CC oo nn vv ee rrss aa ttiioo nn   55   ~~   IInn vv oo llvv iinn gg   ss tt uu dd ee nn tt ss   

How do we involve students when we go above and beyond the 
classroom? How do we ensure that we have student engagement 
and involvement in the whole class, starting with semester 1? 

Emerging Leader program participant 

The last session in the leadership program brought another panel of 
guest speakers into the conversation, focusing on the fifth principle of 
the handbook: Involving students. 

Principle 5 
v Reviewing the relationship between all aspects of university life contributing 

to, or hindering, student engagement and involvement 
v Designing systems that promote student involvement in academic quality 

processes 
v Seeking student advice to improve teaching, the curriculum and the student 

experience 
v Providing incentives for deans and heads to encourage students to engage 

in faculty and departmental learning communities 

Whilst involving students as “active partners and change agents in 
shaping their learning experience” (McInnis et al., 2012, p.35) poses 
challenges for tertiary institutions, it also opens up opportunities for 
students take some ownership over the quality of their student 
experience. Engaging students may initially require high-level strategic 
reviews and discussion around how students can best be involved 
across the whole institution and the entire student lifecycle. Systems, 
processes, incentives and representative groups may need to be 
established to promote and embed student contributions in 
meaningful ways that lead to a sense of shared responsibility between 
academics, administrators and students. 

Student involvement does not need to be limited to improving 
learning and teaching; from a whole-of-institution point of view it may 
encompass aspects such as quality control and enhancement, audit and 
review processes, and even budgetary and financial input. Involvement 



4 Adopting a conversational approach to leadership at USC 

51 

at the local (departmental) level should be encouraged by heads of 
school, and at faculty level and across the broader institution by senior 
executive leaders. 

Participants were invited to consider the value of involving students 
that specifically relates to them in their roles as emerging leaders in 
learning and teaching. 

Reflection questions 
v What value is there in involving students at USC? 
v What do we do to involve students? 
v How do they know that their voices are heard? 
v In which areas do you think students would be interested in having shared 

responsibility and input? 
v What leadership is needed form you to involve students in learning and 

teaching related activities? 

Four students took part in this conversation as a student panel, 
representing a range of backgrounds and perspectives. The 
conversation largely revolved around the question of assessment and 
how to bring the real world into student assessment tasks, and around 
engagement in class and teaching effectively and in a relational way. 

Leadership requires boldness and bravery, requires risk taking and 
requires giving students a voice — ask them. 

Associate Professor Jennifer Rowe 
Conversation Facilitator 

 
The key themes that emerged from the subsequent small-group 
conversations were: 

Ø Being mindful of taking a relational approach to teaching and 
student engagement, and being aware that this takes time, as 
well as recognising that “belonging” is a core aspect of 
students’ university experience; 

Ø The need for creating physical spaces that encourage staff–
student interaction (relationally) and shared ownership; 
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Ø Taking into account the fact that students are time poor and 
can feel pressured by assessment, and seeking to address this 
by developing relevant assessment activities that incorporate 
“outside of class” activities; 

Ø Building on students’ existing knowledge by creating 
assessment that has a clear purpose and has wider 
implications for the real world; 

Ø Sharing best practice with colleagues and adopting mentoring 
approaches to develop effective teaching practices across all 
programs (e.g. to address differences between undergraduate 
and postgraduate teaching approaches); 

Ø Reviewing opportunities for student engagement so that they 
have clear avenues for input into learning and teaching 
practices in relevant, positive and recognised ways; and 

Ø Seeking to engage students and collaborate with them 
through informal conversations about ideas, not just being 
focused on their feedback, and then sharing changes actively 
with students. 
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PROGRAM OUTCOMES 

I feel a lot more part of USC and I feel like I have the ability to shape 
who we will become in the future through my actions and that, to 
me, has made a real link. 

Emerging Leaders program participant 

Formative evaluation took place throughout the program. A midpoint, 
semi-structured evaluation showed that participants had positive 
perceptions about the collegial networking; meeting and having time 
to discuss issues with executive leaders; the small-group conversations; 
the affirmation they were receiving about their approach; and the 
attention to the logistics surrounding the conversations that indicated 
their importance to the organisation, in particular, the location, food, 
wine and atmosphere. An area they indicated interest in was receiving 
strategic career-planning advice. 

In the post-program phase, the exit interviews conducted with all 
participants revealed a number of outcomes that they felt had been 
achieved (see Part 5 for the interview guideline). They were asked 
questions in relation to three areas: reflections on the program in 
terms of the five leadership principles; reflections on the 
conversations in terms of developing and using the protocol; and the 
ongoing influence of the program in terms of application to learning 
and teaching leadership practice. 

In particular, the following key themes were identified: 

Leadership principles 
Ø Being exposed to a holistic, relevant and scaffolded set of 

key principles for leadership in learning and teaching; 
Ø Key principles and conversations that strongly resonated: 

Inspiring and enabling excellence and Involving students (giving 
students a voice); 

Ø Being given a voice as a leader; 
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Ø Adopting a distributed leadership approach and making 
projects/ideas happen (even without a “title”); and 

Ø Leading by example to inspire and enable excellence amongst 
colleagues across the university. 

Conversation protocol 
Ø Having conversation leaders in powerful positions framing 

the conversation and not only providing the broader context 
but also challenging and provoking participants; 

Ø Being especially invited and coming together in a relaxing 
atmosphere (e.g. with food and drink provided); 

Ø Having the opportunity to prepare for the conversation 
(through the pre-texts, especially the Brochure); 

Ø Rearranging the small groups to provide opportunity for 
different participants and facilitators to engage (i.e. changing 
dynamics); and 

Ø Engaging in a reflective conversation cycle. 

Influence of the program on learning and teaching leadership 
practice 

Ø Providing an opportunity for building networks; 
Ø Aligning career priorities; 
Ø Understanding place and work in the organisation; 
Ø Generating ideas for pedagogy and curriculum development; 
Ø Engaging in scholarship/projects; and 
Ø Turning conversation into action. 

Opportunities to improve the program 
Ø Competing time priorities/teaching commitments; 
Ø Readiness for opportunity in terms of career progress; 
Ø Preparation time for conversations and alignment of actual 

conversation with preparation; 
Ø Use of online resources and discussion; 
Ø Defining what is meant by effective learning and teaching; and 
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Ø Reconsidering how students are involved in the conversation. 

In terms of changes to participants’ work, within three months of the 
conclusion of the program the following tangible outcomes had 
occurred: 

Ø Three participants had taken up roles with the Faculty 
Learning and Teaching Committee, University Learning and 
Teaching Committee or Academic Board; 

Ø In the round of internal learning and teaching grants, nine 
grants were awarded and, of those, six had one or more 
Emerging Leaders as project members. Two of the grants 
had team members who had met at the Emerging Leaders 
program; 

Ø Two participants had worked together to successfully apply 
for an OLT Seed Grant (value $50 000); and 

Ø Fifteen participants extended their Emerging Leaders work 
into the Expansive Learning Leadership Initiative (ELLI). 

A note on ELLI: Broadening the Emerging Leaders extension 
project 
The activity that followed from the Emerging Leaders project was 
called the Expansive Learning Leadership Initiative (ELLI). ELLI 
created the opportunity for emerging leaders to move their leadership 
practice from a conversational space to an action space as part of a 
defined group. In pairs, participants from the Emerging Leaders group 
identified a need in the university and designed an activity related to 
learning and teaching that required leadership action to improve the 
outcome. They used one or more of the principles from the handbook 
to develop their approach. This became the focus of a 12-month 
leadership initiative they led to bring the principles into action. A 
member of the original project team mentored each pair throughout 
the project. A sponsor from the senior leadership group was also 
identified for each group. 
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Throughout the project, participants were involved in monthly 
Leadership Laboratories where they probed and reflected on each 
leadership project to reveal possible shared innovations. The process 
was designed to promote distributed leadership, developmental 
transfer and expansive learning. 

Conversing about and reflecting on leadership is an important aspect 
of leadership development — a platform for this has been provided 
through the Emerging Leaders project. In keeping with the principle 
that led to the creation of the ELLI project, the focus is not on 
leadership training but participant activity in leadership initiatives. 
Some learning challenges, especially those that are complex and hard 
to define or understand ahead of time, cannot be met by training. 
Participants acting and learning together across a range of activities, 
contexts and boundaries can address such challenges (Engeström, 
1987). 

The purpose of this second phase is to activate the conversations and 
give participants the opportunity to extend the learning gained 
through the professional learning conversations into leadership action 
at the local level. Roth and Lee (2007) believe that “when two or more 
individuals collaborate, entirely new possibilities unfold” (p.205). 
Completing a project in pairs will allow this to occur. For the 
university, this is a way to normalise collaborative and distributed 
approaches to leadership outside a formal leadership structure, and to 
broaden the base of academic staff willing and able to engage in 
leadership of learning and teaching. 
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PROFESSIONAL LEARNING CONVERSATION: SAMPLE PROJECT PLAN 
 

PP hh aa ssee   11   ——   IInn iitt iiaa ll   pp llaa nn nn iinn gg   ((pp rree --pp rroo gg rraa mm ))  
3 months prior Project team 

Determine team roles 
Schedule regular meetings for program planning 
Develop project plan and identify risks 

3 months prior Conversation series focus 
Identify appropriate principles for the conversation 
series 
Identify any existing materials that can be drawn 
upon for the series 

3 months prior Conversation leaders 
Identify appropriate conversation leaders 
Invite or recruit leaders to participate as 
conversation leaders in the program 
Schedule leaders for conversation series and for 
recording of video introductions (if required) 

2–3 months prior Logistics 
Identify venue 
Schedule dates and times (based on availability of 
each conversation leader) 
Make room bookings 
Engage various support channels (e.g. audio/visual 
support if pre-recording material, graphic design 
support) 
Identify needs for online space (e.g. features, layout, 
access, materials) 

1–2 months prior Participants 
Determine how to engage participants (e.g. 
nomination process, self-selected) 
Engage heads of school/deans to nominate 
participants (if required) 
Receive nominations 
Invite participants to the program, incl. overview of 
the program, expectations, how to access materials 
Set up mailing list 
Seek special dietary requirements 
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1 month prior Conversation leaders 
Prepare briefing for video introduction 
Pre-record video introductions (if required) 

1 month–2 weeks 
prior 

Logistics 
Determine and advise room setup 
Book catering 
Organise notebooks/pens, etc., for participants 
Develop detailed agenda and schedule for the 
conversation day 
Make flights/accommodation arrangements for 
conversation leaders (if required) 

1 month–2 weeks 
prior 

Audio-visual (if required) 
Review and edit pre-recorded introductions 
Book recording equipment for conversation 

1 month–2 weeks 
prior 

Online space (if required) 
Design and develop online space, incl. materials 
Publish materials for participants 

1 month–2 weeks 
prior 

Conversation protocol 
Design initial protocol 
Develop key questions for participants to consider 
prior to the conversation (if required) 

PP hh aa ssee   22   ——   IImm pp llee mm ee nn ttaa ttiioo nn   ((cc oo nn vv ee rrssaa ttiioo nn   ssee rriiee ss// iinn --
pp rroo gg rraa mm ))::   RR ee cc uu rrrree nn tt   pp rroo cc ee ss ss   ffoo rr   ee aa cc hh   cc oo nn vv ee rrss aa ttiioo nn  
1 week prior Conversation leader 

Prepare briefing for conversation 
1 week prior Participants 

Send reminder email to participants 
1 week–1 day 
prior 

Logistics 
Confirm bookings for venue, catering and 
conversation leader 
Create name badges for participants 
Ensure room is setup appropriately on the day 

Conversation 
day 

Facilitate conversation 

Conversation 
day–5 days after 

Audio-visual (if required) 
Ensure recording equipment is working on the day 
(e.g. batteries charged, spare batteries,) 
Review and edit conversation to provide summary 
video 
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5 days after Online space 
Upload edited conversation summary materials (e.g. 
video, visual, written summaries) 

Within 5 days 
after 

Conversation protocol 
Review and refine protocol for next conversation 

PP hh aa ssee   33   ——   PP oo sstt-- iimm pp llee mm ee nn ttaa ttiioo nn   ((pp oo sstt--pp rroo gg rraa mm ))  
1–2 months 
before end of 
program 

Logistics 
Identify venue and date for end-of-program 
celebration 
Book venue and catering 
Organise gifts for participants 

1–2 months 
before end of 
program 

Conversation leaders 
Invite conversation leaders to end-of-program 
celebration 

2 weeks before 
the end of 
program–
Celebration day 

Participants 
Invite participants to end-of-program celebration 
Present gifts/certificates (appreciation) 
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PROFESSIONAL LEARNING CONVERSATION: SAMPLE BROCHURE 
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PROFESSIONAL LEARNING CONVERSATION: PROTOCOLS 

Introductory conversation 
1. Introduction of protocol. (2 min) 
2. Reflection: Share a strong message or important point that you heard 

in the whole group conversation and reflect on whether or not this 
could be considered a principle of leadership. (10 min) 

3. Group dialogue: What experiences of leadership have you had (either 
as a leader or with a leader) that were reflected in the content of the 
whole group conversation? (15 min) 

4. Response: Consider what principles of leadership have emerged during 
both parts of the conversation that are relevant to a deeper 
understanding of leadership. (15 min) 

5. Debrief: Reflect on the utility of the process. (5 min) 

Conversation 1 ~ Shaping the strategic vision 
6. Introduction of protocol. (3 min) 
7. Reflection: Share and reflect on a strong message from the first hour 

of conversation, and then give input with brief discussion. (15 min) 
8. Implications of the conversation for you: Use data drawn from either 

the conversation itself or your preparation for this week. (10 min) 
9. Response: What has emerged during both parts of the conversation so 

far that is relevant to a deeper understanding of leadership? What has 
changed from the first conversation to this one? (15 min) 

10. Key themes: If you were to describe the key points of the conversation 
to another group, what would you say? (10 min) 

11. Debrief: Reflect on the conversation protocol. (5 min) 

Conversation 2 ~ Inspiring and enabling excellence 
12. Introduction of protocol and ‘inquiry habit of mind’ as a core concept 

for leaders. (3 min) 
13. Reflection: Share and reflect on a strong message from the first hour 

of conversation, and then give input with brief discussion. (15 min) 
14. Implications of the conversation for you: Use data drawn from either 

the conversation itself or your preparation for this week. Are you 



~ Implementing Professional Learning Conversations ~ 

64 

noticing any connections between the conversations? Have the 
conversations prompted you to view, plan or do any part of your work 
differently? (10 min) 

15. Response: What has emerged during both parts of the conversation so 
far that is relevant to a deeper understanding of leadership? What has 
changed from the first conversation to this one? (15 min) 

16. Key themes: If you were to describe the key points of the conversation 
to another group, what would you say? (10 min) 

17. Debrief: Reflect on the conversation protocol and complete the mid-
point evaluation if you haven’t already done so. (5 min) 

Conversation 3 ~ Devolving leadership in learning and teaching 
18. Introduction of protocol and ‘boundary crossing’ as a core concept for 

leaders. (3 min) 
19. Reflection: Share and reflect on a strong message from the first hour 

of conversation, and then give input with brief discussion. (15 min) 
20. Implications of the conversation for you: Use data drawn from either 

the conversation itself or your preparation for this week. Are you 
noticing any connections between the conversations? Have the 
conversations prompted you to view, plan or do any part of your work 
differently? (10 min) 

21. Response: What has emerged during both parts of the conversation so 
far that is relevant to a deeper understanding of leadership? What has 
changed from the first conversation to this one? (15 min) 

22. Key themes: If you were to describe the key points of the conversation 
to another group, what would you say? (10 min) 

23. Debrief: Reflect on the conversation protocol. (5 min) 

Conversation 4 ~ Rewarding, recognising and developing leadership 
24. Introduction of protocol and ‘sense of agency’ as a core concept for 

leaders. (3 min) 
25. Reflection: Share and reflect on a strong message from the first hour 

of conversation, and then give input with brief discussion. (10 min) 
26. Implications of the conversation for you: Use data drawn from either 

the conversation itself or your preparation for this week. Are you 
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noticing any connections between the conversations? Have the 
conversations prompted you to view, plan or do any part of your work 
differently? (15 min) 

27. Response: What has emerged during both parts of the conversation so 
far that is relevant to a deeper understanding of leadership? What has 
changed from the first conversation to this one? (15 min) 

28. Key themes: If you were to describe the key points of the conversation 
to another group, what would you say? (10 min) 

29. Debrief: Reflect on the conversation protocol. (5 min) 

Conversation 5 ~ Involving students 
30. Introduction of protocol and ‘conversations of respect and challenge’ 

as a core concept for leaders. (3 min) 
31. Reflection: Share and reflect on a strong message from the first hour 

of conversation, and then give input with brief discussion. (10 min) 
32. Implications of the conversation for you: Use data drawn from either 

the conversation itself or your preparation for this week. Are you 
noticing any connections between the conversations? Have the 
conversations prompted you to view, plan or do any part of your work 
differently? (15 min) 

33. Response: What has emerged during both parts of the conversation so 
far that is relevant to a deeper understanding of leadership? What has 
changed from the first conversation to this one? (15 min) 

34. Key themes: If you were to describe the key points of the conversation 
to another group, what would you say? (10 min) 

35. Debrief: Reflect on the conversation protocol. (5 min) 
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ONLINE ENVIRONMENT: EMERGING LEADERS HOME PAGE (INTERNAL 

ACCESS) 
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POST-PROGRAM EVALUATION: INTERVIEW GUIDELINE 

1. Reflection on the program — LEADERSHIP PRINCIPLES 
1. Relevance of the five principles as reflection tools on own 

leadership journey and practice? 
2. What has stayed with you? 
3. Which of the five is/are most relevant to your own work? 
4. Which do you think represent/s the best advice for emerging 

leaders in higher education? 
5. How would you prioritise the principles in terms of meeting 

current sector needs? 
6. What gaps or overlaps (if any) do you notice in the principles? 

2. Reflection on the conversations — DEVELOPING THE 
PROTOCOL 

7. Preparatory material — video and readings? Useful, did you 
get to it, how did it help you prepare? 

8. Structure of face to face? Best and worst? Quality of 
facilitation large group? Quality of facilitation of small group? 
Value of a pre-prepared protocol? 

9. Follow-up interaction — value of edited video summaries — 
used? Informal interaction? Prompted by coffee vouchers, 
etc.? Development of professional relationships? 

10. Challenges in the program regarding participation, 
collaboration, time, etc.? 

11. Support within local academic area? Did you talk about what 
you were doing with anyone? Head of School support? 

3. Influence of the program and application to learning and 
teaching leadership practice 

12. Do you notice the leadership activity and approaches of 
others more acutely? 

13. Immediate impacts? Changes to your approach to work? 
View of your academic career? Approach to leadership 
opportunities? 





<<
  /ASCII85EncodePages false
  /AllowTransparency false
  /AutoPositionEPSFiles true
  /AutoRotatePages /None
  /Binding /Left
  /CalGrayProfile (Dot Gain 20%)
  /CalRGBProfile (sRGB IEC61966-2.1)
  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)
  /sRGBProfile (sRGB IEC61966-2.1)
  /CannotEmbedFontPolicy /Error
  /CompatibilityLevel 1.4
  /CompressObjects /Tags
  /CompressPages true
  /ConvertImagesToIndexed true
  /PassThroughJPEGImages true
  /CreateJobTicket false
  /DefaultRenderingIntent /Default
  /DetectBlends true
  /DetectCurves 0.0000
  /ColorConversionStrategy /CMYK
  /DoThumbnails false
  /EmbedAllFonts true
  /EmbedOpenType false
  /ParseICCProfilesInComments true
  /EmbedJobOptions true
  /DSCReportingLevel 0
  /EmitDSCWarnings false
  /EndPage -1
  /ImageMemory 1048576
  /LockDistillerParams false
  /MaxSubsetPct 100
  /Optimize true
  /OPM 1
  /ParseDSCComments true
  /ParseDSCCommentsForDocInfo true
  /PreserveCopyPage true
  /PreserveDICMYKValues true
  /PreserveEPSInfo true
  /PreserveFlatness true
  /PreserveHalftoneInfo false
  /PreserveOPIComments true
  /PreserveOverprintSettings true
  /StartPage 1
  /SubsetFonts true
  /TransferFunctionInfo /Apply
  /UCRandBGInfo /Preserve
  /UsePrologue false
  /ColorSettingsFile ()
  /AlwaysEmbed [ true
  ]
  /NeverEmbed [ true
  ]
  /AntiAliasColorImages false
  /CropColorImages true
  /ColorImageMinResolution 300
  /ColorImageMinResolutionPolicy /OK
  /DownsampleColorImages true
  /ColorImageDownsampleType /Bicubic
  /ColorImageResolution 300
  /ColorImageDepth -1
  /ColorImageMinDownsampleDepth 1
  /ColorImageDownsampleThreshold 1.50000
  /EncodeColorImages true
  /ColorImageFilter /DCTEncode
  /AutoFilterColorImages true
  /ColorImageAutoFilterStrategy /JPEG
  /ColorACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /ColorImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000ColorACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000ColorImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasGrayImages false
  /CropGrayImages true
  /GrayImageMinResolution 300
  /GrayImageMinResolutionPolicy /OK
  /DownsampleGrayImages true
  /GrayImageDownsampleType /Bicubic
  /GrayImageResolution 300
  /GrayImageDepth -1
  /GrayImageMinDownsampleDepth 2
  /GrayImageDownsampleThreshold 1.50000
  /EncodeGrayImages true
  /GrayImageFilter /DCTEncode
  /AutoFilterGrayImages true
  /GrayImageAutoFilterStrategy /JPEG
  /GrayACSImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /GrayImageDict <<
    /QFactor 0.15
    /HSamples [1 1 1 1] /VSamples [1 1 1 1]
  >>
  /JPEG2000GrayACSImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /JPEG2000GrayImageDict <<
    /TileWidth 256
    /TileHeight 256
    /Quality 30
  >>
  /AntiAliasMonoImages false
  /CropMonoImages true
  /MonoImageMinResolution 1200
  /MonoImageMinResolutionPolicy /OK
  /DownsampleMonoImages true
  /MonoImageDownsampleType /Bicubic
  /MonoImageResolution 1200
  /MonoImageDepth -1
  /MonoImageDownsampleThreshold 1.50000
  /EncodeMonoImages true
  /MonoImageFilter /CCITTFaxEncode
  /MonoImageDict <<
    /K -1
  >>
  /AllowPSXObjects false
  /CheckCompliance [
    /None
  ]
  /PDFX1aCheck false
  /PDFX3Check false
  /PDFXCompliantPDFOnly false
  /PDFXNoTrimBoxError true
  /PDFXTrimBoxToMediaBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXSetBleedBoxToMediaBox true
  /PDFXBleedBoxToTrimBoxOffset [
    0.00000
    0.00000
    0.00000
    0.00000
  ]
  /PDFXOutputIntentProfile ()
  /PDFXOutputConditionIdentifier ()
  /PDFXOutputCondition ()
  /PDFXRegistryName ()
  /PDFXTrapped /False

  /CreateJDFFile false
  /Description <<

    /BGR <>
    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>
    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>
    /CZE <>
    /DAN <>
    /DEU <>
    /ESP <>
    /ETI <>
    /FRA <>
    /GRE <>

    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)
    /HUN <>
    /ITA <>
    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>
    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>
    /LTH <>
    /LVI <>
    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)
    /NOR <>
    /POL <>
    /PTB <>
    /RUM <>
    /RUS <>
    /SKY <>
    /SLV <>
    /SUO <>
    /SVE <>
    /TUR <>
    /UKR <>
    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)
  >>
  /Namespace [
    (Adobe)
    (Common)
    (1.0)
  ]
  /OtherNamespaces [
    <<
      /AsReaderSpreads false
      /CropImagesToFrames true
      /ErrorControl /WarnAndContinue
      /FlattenerIgnoreSpreadOverrides false
      /IncludeGuidesGrids false
      /IncludeNonPrinting false
      /IncludeSlug false
      /Namespace [
        (Adobe)
        (InDesign)
        (4.0)
      ]
      /OmitPlacedBitmaps false
      /OmitPlacedEPS false
      /OmitPlacedPDF false
      /SimulateOverprint /Legacy
    >>
    <<
      /AddBleedMarks false
      /AddColorBars false
      /AddCropMarks false
      /AddPageInfo false
      /AddRegMarks false
      /ConvertColors /ConvertToCMYK
      /DestinationProfileName ()
      /DestinationProfileSelector /DocumentCMYK
      /Downsample16BitImages true
      /FlattenerPreset <<
        /PresetSelector /MediumResolution
      >>
      /FormElements false
      /GenerateStructure false
      /IncludeBookmarks false
      /IncludeHyperlinks false
      /IncludeInteractive false
      /IncludeLayers false
      /IncludeProfiles false
      /MultimediaHandling /UseObjectSettings
      /Namespace [
        (Adobe)
        (CreativeSuite)
        (2.0)
      ]
      /PDFXOutputIntentProfileSelector /DocumentCMYK
      /PreserveEditing true
      /UntaggedCMYKHandling /LeaveUntagged
      /UntaggedRGBHandling /UseDocumentProfile
      /UseDocumentBleed false
    >>
  ]
>> setdistillerparams
<<
  /HWResolution [2400 2400]
  /PageSize [612.000 792.000]
>> setpagedevice




