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Overview

Four key domains of this project

1. Sustainability knowledge and skills development through training

a. Providing training through e-learning and workshops


2. Action learning follow-up

a. On-the-job use of action learning and solution focused methods to integrate and consolidate learning within role responsibilities.

b. High quality supports through coaching and other methods

3. Project management

a. Management of the sustainability education project

b. All projects viewed through the lens of sustainability

c. Projects such as tailoring and development of new sustainability tools arising our to the action learning sessions

4. Agenda Setting and Awareness Raising

a. Marketing management to create a backdrop culture of sustainability

Four key steps

1. Set-Up: 
a. Scoping
b. Develop Relationships
c. Creating Organisational and Communication Structures

2. Preparation

a. Development of curriculum and support materials for training and action learning methods

3. Implementation

a. Roll-out of foundation training

b. Action learning follow-up

c. Management on on-line learning

d. Managing projects and issues arising out of action learning process

4. Maintenance and Hand-over

a. Embedding maintenance within worksites

b. Ensuring infrastructure and processes keep the process alive

c. Progressing evaluation/feedback loops

Set-Up: Scoping, Develop Relationships, Creating Organisational and Communication Structures

Build capacity, don’t reinvent the wheel, avoid duplication and, economy and efficiency of service delivery, form relationships
1. Review: what’s been happening re sustainable development education sessions, awareness and related programs?
- Who’s been doing what?
- What’s worked, what hasn’t?

a. Sessions with the Capital Division and Procurement Branch

b. Awareness raising

c. Integration and links with sustainable development programs

d. Current knowledge level of employees – different groups…

e. Openness of employees to further training

f. Employee selection procedures
g. Employee induction training
h. Employee education and training initiatives
i. Sustainable development
ii. Environmental management
iii. Social & health
iv. Management practices (eg UpLIFT)
Consultation, ownership and role responsibilities

2. Consult with key stakeholders to:

a. Identify and develop goals, processes and timeframe

b. Foster ownership of the program 

c. Support relationships between stakeholders and the groups they represent

d. Develop role responsibilities relating to this project

e. Identify staffing requirements including back-filling while staff at workshops / supervision

3. Establish Reference group and Implementation team.

a. Reference group and Implementation team membership, roles, functions and frequency of meetings. 

b. Add to existing structures or create new structure/s

c. Establish lines of communication (vertical & horizontal)

Clarity, agenda setting

4. Needs Analysis conducted


5. Baseline data as part of needs analysis and for evaluation

6. Agenda setting and marketing

a. Review current strategies

b. Media campaign
Posters, spam, screen saver, newsletters, business cards, letter-head, etc

c. Managers informed         Staff informed

d. Promote sustainability logo

e. Sustainability and corporate webs

f. Sustainability project web

Preparation

P… Poor Preparation leads to P… Poor Performance

1. Curriculum materials further development

a. Sustainability Foundation Training – Basic – All

b. Sustainability Foundation Training – Advanced – Specialised groups

c. Sustainability Specialist Training – Specialised groups

d. Process Training - Action learning methods, coaching, mentoring

e. Group leader/supervisory role training 
(? Add to team leader development program)

2. Train-the-trainer materials
a. After initial sessions conducted

3. Sustainability tools incorporated and developed

a. Identify appropriate sustainability tool such as sustainability score card

b. Worksites and specialist groups subsequently tailor and develop new tools

4. Support materials developed

a. Learning web

b. Project management web

c. Training manual

d. Other resources (eg laminated cards)

e. Audio-visual & key journal articles (library)

Considerations: 

7. Competency based? National competency units?

8. Train the trainer program – metro & regional?

9. What’s in it for the workers – incentives, recognition program

10. Adapt materials for use in induction and on-the-job

11. Top-up training

12. Recognition of prior learning

13. Certification

Implementation

‘Just Do It’

1. Foundation training roll out
a. Selection considerations
Structural branch/ Functional roles/ Geographical / Volunteer

b. Metro division currently engaged in sustainability projects first

c. Other branches and regional after train-the-trainer

d. Average of 60 participants trained per month for 33 months

f. All workers in a prescribed geographical office / branch (up to 60 employees) trained within a month.

g. Less in first year, more in 2nd year with less in last 3 months of third year.

h. Format

I. Initial training through brief e-learning course (20 min)

II. A range of training times (90 min, morning & full day) available

III. Competency-based with assessment if possible

IV. Average of 15 – 20 participants per course

2. Action Learning follow up, 

Action Learning

Action Learning is a process of continuous action, and reflection, supported by colleagues, with the intention of getting things done and developing skills and insights for the future.
Action Learning implies both self-development and organisation development. It works on the idea that the people in the situation are the primary source of expertise and energy for improving things  and learning.

Action learning means learning as you go: working on skills and knowledge directly relevant to job role & tasks; developing the disciplines of Review (conscious reflection of what works and what doesn’t in your practice, without jumping too soon to solutions) and Planning (setting yourself specific tasks that will build your skills., and not procrastinating).Review/Plan/Act is a simple framework to organise the process of action learning.

a. Consultation and contracting conducted with divisional and branch managers and key stakeholders prior to session

b. Follow-up action learning sessions are scheduled:
1st session within 1 month of initial foundation training.
2nd session 1 month later
Next 3 sessions every two months
Optional 2 sessions 6 months apart, then a final session after 1 year.

c. Sessions are from 2 – 4 hours and facilitated by the implementation team (initially primarily by the education consultant).

d. Participation is obligatory

e. Standard initial session, subsequent session, final session.

f. All projects, job role and function viewed through the lens of sustainability

g. Work within role legitimacy, role adequacy, role support

h. Solution focused approach to issues management

i. Additional specialist / advanced competency-based training may be required.

j. Supported through

a. Peer and supervisory coaching (Using G.R.O.W.S. coaching)

b. Key worker and mentor programs

c. Journal club

d. Staff meeting presentations

e. Newsletters

f. Web discussion group & live chat room opportunities

k. Issues raised progressed through existing communication channels and to reference group through implementation team

l. Informal learning and positive approach maintained techniques of:

a. Casual conversations (get to a next step)

m. Complaints to action (empowered ownership and progression of issues rather than ‘bitching’) 

n. Staged Events (certification, awards)

o. Project management web used to post projects and new resources developed and identified.

3. Implementation team also utilizes action learning review, plan act sessions for its own development

4. Train-the-trainer delivered approximately 3 months after first generic training.

a. Up to 15 participants per course

b. Participants first undergo foundation training

c. 2 day train-the-trainers program.
i. training / facilitation skills

ii. assessment skills

iii. action learning / coaching skills

d. Each trainer supported in delivery of two training sessions.

e. Each trainer supervisory session at least yearly

f. Each trainer, top-up of training skills at least once a year

g. Trainers participate in action learning group process

h. Each trainer conducts and average of 4-6 sessions / year with 10 to 15 participants in each

Maintenance and Hand-Over

Sustainability implies both short and long-term thinking

1. Evaluation

a. Evaluation provides an important feedback loop to maintain momentum beyond the initial three year life of the project

b. Action learning has embedded within an ongoing review cycle. Managers will be encouraged to continue using action learning methods where this process has been successful

c. Recommendations from formal evaluation presented and promoted

2. Staff involved in the ongoing development of the project are

a. Implementation team

b. Key workers

c. Train-the-trainers

d. Team leaders & managers 

3. Champions of the project are identified and supported

4. Sustainability tools further incorporated into data collection

5. Employment of new staff to include sustainability in desirable selection criteria

6. Contractual specification to include sustainability clause/s where possible

7. Consider input into tertiary institutions

8. Reference group to decide if and how the project is to be continued

9. Consider using Action Learning methodology for other Corporation wide activities.
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