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Introduction 
Museum Development North West (MDNW) 

commissioned the 2017 Emerging Leaders 

Programme for a cohort of 10 early career 

professionals in the region, as part of its ACE 

Museum Development funding programme for 

2015-2018.   

The programme comprised 7 workshops, 

including subject and skills based training, 

facilitated 360˚ feedback for delegates, 1:1 time 

with facilitators, delegate support partnerships 

and personal development planning.  The 

subject and skills training was tailored to meet 

the needs of the delegates, based on their 360˚ 

feedback and covered these areas: 

• Understanding leadership (styles and 

competencies) 

• Understanding yourself (self-awareness 

and organisational awareness) 

• Self-regulation (managing workload and 

personal resilience) 

• Working with your team (coaching 

skills, managing meetings) 

• Influencing 

• Managing Change 

The programme was delivered by Alex Lindley 

and Shirley Collier, trainers, coaches and 

consultants with extensive experience in the 

heritage and cultural sectors.  The programme 

was designed and delivered in consultation with 

Alex Bird, the Sector Development Officer. 

The philosophy of the programme was to 

provide a safe and open space in which 

delegates had time to reflect on their own 

practice at work and how they could apply 

leadership skills, models and theories 

effectively.  The use of support partnerships, 

whole group and small group exercises were 

also integral to enabling delegates to develop 

their own personal development plans and 

solutions to leadership issues, increasing their 

resilience and resourcefulness. 

 

 

 

The programme has been run annually from 

2015, so this was the third cohort of delegates 

to complete the course.  As a result of the 

evaluation from 2016, these key changes to the 

programme were introduced for 2017: 

• Introductory booklets for line managers 

to enable them support delegates 

during the programme; 

• Postcard tools to help structure support 

partner conversations; 

• Increased number of workshops from 6 

to 7, allowing some topics to be 

covered in greater depth; 

• Second 1:1 with facilitators added in 

Workshop 4, to follow up on initial 

conversations about 360° feedback.  

The evaluation methods used for 2017 were the 

same as for the two previous years. Specifically, 

this included workshop evaluation sheets, 

individual learning evaluation exercises, 

comparison of confidence ratings between the 

beginning and end of the programme, and an 

independent programme evaluation session run 

by Amy Senogles (an Emerging Leaders 

graduate from 2015).  The pictures used 

throughout this report are from one of our 

learning evaluation exercises.  They show the 

2017 delegates, each with an object which 

symbolises their learning and development as a 

result of the programme. 

“I have really enjoyed the programme 

and believe it has been the most 

beneficial training I have attended in 

many years, in terms of looking at my 

own skill set and how to develop and 

progress on my career path.” 

“Both Alex and Shirley have been 

fantastic trainers, engaging and 

really informative and have made it 

a real pleasure to attend each 

month.”  

 



Programme evaluation 
This section of the report evaluates the design 

and delivery of the programme and is based on: 

• Attendance statistics; 

• Evaluation forms from individual 

workshops; 

• The outputs of the independent 

programme evaluation session. 

Attendance and scope 

Attendance for the whole programme was very 

high at 97%. This equates to one delegate 

missing two sessions, due to travel disruption 

and illness. Since some delegates had to travel a 

distance to get to the venues, the high levels of 

attendance throughout the 7 months 

demonstrates delegates’ commitment to the 

programme. 

As a result of the 360˚ feedback exercise (which 

sought feedback for participants from their line 

managers and colleagues) and the programme 

activity of getting participants to increase their 

spheres of influence by contacting 

regional/sectoral leaders, at least 62 people 

across the region (excluding delegates) have 

been engaged with the programme. 

Workshop evaluation 

The evaluation forms from the end of each 

workshop provided the following information: 

 Firstly, for six of the workshops, 100% of 

delegates agreed that the amount and 

complexity of the material covered was right.  

One person felt that the second workshop had 

a little too much material at a complex level for 

their preferences. 

Secondly, delegates were asked to rate the 

extent to which the workshops would make a 

difference to how they did their job.  The 

options included Significant difference, Some 

difference, Not much difference and No 

difference at all.  Across all the workshops, 68% 

of delegates indicated that the workshops 

would make a significant difference to how they 

did their job, with the remaining 32% feeling 

the workshops would make some difference. 

Thirdly, delegates were asked to rate each of 

the workshops using several criteria. The results 

have been collated for all the workshops and 

are outlined in Figure 1 (Appendix 1). 

Finally, delegates were asked to list 3 things 

they had found most useful from each 

workshop.  The results have been collated for 

all the workshops and the key themes are 

shown in the word cloud below: 

 

Whole programme evaluation 

During the facilitated evaluation session at the 

end of the programme, delegates were asked to 

rate the facilitators against a range of criteria 

related to how well they enabled delegates’ 

learning and development.  The results are 

provided in Figure 2 (Appendix 1).  

Drawing on the end of workshop evaluation 

forms; end of programme evaluation 

questionnaire and facilitated evaluation 

session, the following themes emerged.  

Comments from delegates are included in each 

section. 

Range of teaching and learning techniques 

It was clear that delegates valued the range of 

teaching and learning techniques which were 

used during the programme, including: 

• Theories and models; 



• Paired and small group activities and 

discussion; 

• Practical exercises; 

• Observation exercises 

 

These enabled participants with different 

learning styles to engage with the content in 

different ways. 

  

 

 

 

 

 

In terms of the content of the programme, 

delegates found different topics useful, 

depending on their circumstances.  Across the 

group, the sessions on coaching, influencing 

and networking, managing change and 

managing workload and meetings were rated as 

the most useful. 

 

Reflection 

Several delegates commented on how valuable 

it was for them to have an opportunity to 

reflect openly and critically on their own 

practice on a regular basis and in a supportive 

environment.  A number noted that the pace of 

the course over 7 workshops was beneficial, 

providing time to digest the material in a 

meaningful way and apply it to their working 

practices. 

Delegates also valued the 360˚ feedback 
exercise and the 1:1 coaching provided by the 
facilitators to help them understand their 
results and how to use the results to plan their 
personal development.  
 
 
 
 
  
 

 

 

 

 

 

 

 

 

Guidance for support partnerships 

A guidance tool for support partnerships was 
introduced for 2017, following feedback from 
the 2016 cohort that some delegates found it 
difficult to keep their support partner 
conversations focused on personal 
development. 
 
These have been well-received by many 
delegates this year.  Whilst some still 
occasionally lapsed into ‘work catch-ups’, 
several others commented that the guidance 
tool helped to structure their conversations 
positively and was something they used 
throughout the programme. 
 

 
 
 
 
 
 
 

 

 

 

 

 

 

 

 

 

I’ve really enjoyed the programme and 

the chance to be constructively open 

and honest about my role and 

organisation and where I can improve.” 

“I like to learn by doing and 

writing and I felt there was a lot 

of opportunity to do that in our 

sessions….it sticks most when I 

can move around and ‘have a 

go’ myself.”  

 

“A great mix of theory 

and practical” 

Catherine O’Donnell 

People’s History Museum 

“It’s been especially useful to 

have the programme spread out 

over 7 months, which has given 

me time to reflect and 

implement learning” 



1:1 support 

Following feedback from the 2016 cohort, the 

programme was developed for 2017 to include 

an additional 1:1 session with the facilitators, so 

delegates got two sessions: one in Workshop 2 

for sharing 360° feedback results and one in 

Workshop 4 for following up on progress with 

development planning.  The increased 1:1 time 

was clearly valued by the 2017cohort and 

beneficial in terms of helping delegates to focus 

their action plans. 

 

 

 

 

 

 

 

 

 

 

 

Areas for improvement 

As a result of the evaluation, delegates 

identified some suggestions for improvements 

to the programme.  These will be considered by 

the facilitators and MDNW if the programme is 

re-commissioned beyond 2017. 

Learning evaluation 

The evaluation of delegates’ learning during the 

programme is based on confidence ratings 

provided by delegates at the beginning and end 

of the programme; and self-evaluation by the 

delegates at the end of the programme. 

 

 

Confidence  

Using a 4 point scale (from 1 = Highly confident 

to 4 = Not at all confident), delegates were 

asked to rate their confidence in the following 

areas at the beginning and end of the 

programme: 

1. I know my own management style; 

2. I understand how to use different 

communication and influencing styles 

to work effectively with different 

people; 

3. I can lead a team effectively; 

4. I am good at helping my direct reports 

plan and manage their own 

performance and development; 

5. I am good at planning and managing my 

own personal development; 

6. I am good at recognising and managing 

stress; 

7. I know how to manage change 

effectively in my own museum. 

Christian Allen 

National Football Museum 

“The 360° feedback – and 

conversation with Shirley about it – 

was incredibly useful. It helped me to 

focus my action plan and completely 

changed how I perceive myself.” 

 
“The 360° feedback and 1:1 session 

with Alex was really useful. I got to 

know what other members of my team 

thought and Alex’s suggestions [for my 

action plan] really helped.”  

“The 1:1 session was life changing – I 

now have a clear sense of direction.” 

Lyndsay Mitchelson 

Williamson Art Gallery and Museum 



For each of the statements above, at least 4 

delegates rated themselves more confidently at 

the end of the programme, with the areas of 

greatest confidence increase being in: 

• Management style (9 delegates) 

• Personal development (9 delegates) 

• Communication and influencing (7 

delegates) 

• Leading a team (6 delegates) 

• Managing change (6 delegates) 

 

 All delegates increased their confidence in 

relation to at least three of the statements, 

with 7 out of 10 delegates increasing their 

confidence in relation to four or more of the 

statements.   

 

Where confidence levels remained the same 

during the programme, some delegates 

commented that this was because they needed 

more time to work on putting their learning 

into practice, or opportunities to practice that 

weren’t available in their current roles. 

 

Self-evaluation 

Delegates’ evaluation of their own learning was 

done in the final workshop and consisted of: 

• A group exercise where every delegate 

had to bring in an object that 

symbolised a way in which they had 

learned, developed or changed as a 

result of the programme; 

• An in-depth paired exercise in which 

delegates asked each other to identify 

up to three things that they had learned 

about themselves and that they had 

changed as a result of the programme. 

The course leaders also kept track of delegates’ 

progress against their personal development 

plans during the programme, including group 

updates as part of some workshops. 

Objects 

It was clear from this exercise that the range of 

areas of learning, development and change as a 

result of the programme was wide and included 

all of the following areas: 

• Increased confidence; 

• More strategic perspective; 

• More effective communicating and 

influencing, particularly using different 

approaches for different people and 

circumstances; 

• Skills development, particularly having 

a wider range of leadership and 

management tools and techniques; 

• More flexible approach; 

• More pro-active approach to career 

development. 

Three things 

Although delegates had learning points which 

were very specific to their own circumstances, 

there were several common themes that 

emerged from their self-evaluations: 

Jenny Slater 

Brantwood 



1. All delegates had a greater awareness 

of themselves and the impact of their 

behaviour on others. 

 

2. Several delegates had developed more 

assertive behaviours, which they were 

using in a number of ways, including 

helping with managing workload, 

managing the expectations of others 

and having difficult conversations. 

 

3. A number of delegates had developed 

new ways of communicating with their 

teams and colleagues, including using 

different influencing strategies, 

introducing new meetings and 

attending additional meetings to 

increase their visibility. 

 

4. Some delegates had started to use 

networks more effectively, externally 

for career development and internally 

for greater support and to raise their 

profile. 

Individual delegates have made changes in a 

wide range of areas as a result of the 

programme, including growing their networks; 

becoming more pro-active in career 

development, delegating more effectively and 

taking a more structured approach to planning 

and delivering work. 

Some examples of delegates’ progress are listed 

in Figure 3 (Appendix 1). 

 

Conclusion 
The 2017 Emerging Leaders programme has 

resulted in delegates developing a range of 

skills, knowledge and confidence which can 

contribute to their future careers.  In addition, 

the changes made to the programme for 2017 

have had a clear and positive impact on 

delegates’ learning and progress during the 

programme.    

The cohort themselves remain committed to 

their continuing personal development as a 

group, and will be supported by MDNW to 

meet over the coming 12 months, to continue 

to build a supportive and sustained network 

across the region. 

As facilitators, it has been a great pleasure to 

work with this group.  Our thanks go to MDNW 

for supporting the programme; to the 

delegates, their line managers and colleagues 

for their contributions to delegates’ learning 

and development; and to the Sustainable 

Improvement Fund Assessment Panel, who 

kindly participated in one of the programme 

homework activities. 

More information 
If you would like more information about 

anything in the report, please contact Alex: 

alex@alchemyconsulting.co.uk   

 

Gemma Dolan 

National Museums Liverpool 

Shirley Collier and Alex Lindley 

Course leaders 

 

mailto:alex@alchemyconsulting.co.uk


Appendix 1  

 

Figure 1: Delegates rating of the Workshops, using the question ‘Was the event…’ 

 

Figure 2: Delegates rating of programme facilitators 

Facilitator behaviour Mean score (/10) 

How well did the facilitators create conditions in the workshops where you could 

have personal insights about how the course related to you and your work? 

8.6 

How well did the facilitators support you to process your insights effectively, so 

you could apply your learning back at work? 

9.1 

How well did the facilitators help you to learn from each other? 8.9 

How well did the facilitators create material and content that was relevant and 

appropriate for you? 

8.8 

 

Figure 3: Personal Development Plan progress examples 

Focus area Action/development 

Influencing Created new communications tool to brief senior management. 

Communication Developed a new approach to coordinating information for Board/committee 

meetings, including 1:1 pre-meetings with key employees and volunteers. 

Organisational 

awareness 

Developed greater understanding of how the individual’s role fits with the 

organisation’s strategic plan and how to contribute to this. 

Managing teams Developed new approach to managing volunteers, including regular 1:1s and team 

meetings to set expectations and manage activity. 

Communication Developing plans to include Front of House teams in major gallery re-development. 

 


