STAFF DEVELOPMENT POLICY 
A. Policy

The University aims to help all members of staff develop their individual potential and in so doing enhance the capacity of the organisation to achieve its objectives as set out in the Corporate Plan (http://www.gre.ac.uk/_data/assets/pdf_file/0009/38970/corpplan.pdf).
Each member of staff is responsible for their own staff development in the context of the objectives of their School or Office and those of the University as a whole.  The University, however, encourages and supports this process through staff appraisal, locally arranged staff development events at the School or Office level and through centrally facilitated programmes.  Additionally, the staff appraisal process acts as a framework within which each individual, in consultation with their manager, can plan for and monitor their development.   

The University’s systems for planning, delivering and reviewing the development of its staff are underpinned by its commitment to the three core principles of the Investors in People award:

· Plan: Develop strategies to improve performance. 

· Do: Take action to improve performance. 

· Review: Evaluate and improve performance.

Access to staff development will be consistent with the University’s commitment to the promotion of equal opportunities and diversity.

B.  The Corporate Context for Staff Development

Mission Statement and Human Resources Strategy

The University’s Human Resources Strategy complements the other dimensions of the University’s Corporate Plan and provides the framework within which staff can develop to their full potential and progress effectively through their careers.  

The following sets out the expectations and practical arrangements that the University has established to discharge its commitment to staff development in pursuit of its key objectives as defined in the Corporate Plan and the HR Strategy.  

Continuing Professional Development

All staff, both academic and support, are expected to keep up to date with developments and current best practice in their particular field of expertise.  Continuing professional development (CPD) includes, but is not restricted to, formal courses and conferences, mentoring, coaching, secondments, team working etc.  

For support staff the Association of University Administrators has developed a CPD Award allowing University managers and administrators to gain formal recognition for their skills and expertise.  

The appraisal process provides a means of planning and reviewing CPD within the framework of a personal development plan.

Research and Scholarly Activity

The University places an expectation on academic staff that they will, as a part of their normal duties, undertake research and scholarly activity (RSA) and that this will contribute to, and be a special focus of, their continuing academic and professional development.  

At an individual level the staff appraisal process provides a focus for the annual planning and monitoring of RSA.  The Annual Reporting and Planning Document requires a summary of these activities and their contribution to objectives at the School level.

Management Development

Management development events are organised from time to time for all staff with managerial responsibilities.  Specific training is given to those who are required to serve on appointments or promotion panels or to act as appraisers. Courses are organised on a wide range of topics concerned with staff and financial management, including equal opportunities issues.  The University operates a structured management development programme for academic and administrative staff in leadership roles which draws upon provision within the University, commercially sourced provision and  the sector wide provision of the Leadership Foundation.  Staff at appropriate levels are actively encouraged to enrol on the Programme and are supported through it. 

IT Skills Development

The University has recognised the need for development of the IT skills of its staff to make best use of the range of facilities available.   For certain corporate strategies, such as Banner, programmes of training are developed to meet the needs of users.   

Attendance on University Award Bearing Courses

The University encourages staff to make use of its academic provision for staff development purposes.  For specific details see ‘Policy and Arrangements for Staff Studying on University Programmes’ at Appendix 1.

Newly recruited teachers who lack a teaching qualification and have less than three years’ full time successful and relevant teaching experience or its equivalent are required to enrol on the PGCert(HE) or PGDip(HE) course.  Heads are required to ensure that teaching load and administrative responsibilities take account of the requirement to take the course.

Commercial short courses run by Schools are charged and paid for by the School/Office

of the member of staff attending in the normal way.

The Leadership Foundation
Through its membership of the Leadership foundation the University has access to a range of development activities, resources and specialist advice and support.  

The University actively supports the attendance of middle and senior managers on development events run by the Leadership Foundation.  Some of these form core modules of the University’s Management Development Programme.

Special Study Leave

Subject to the operational requirements of the University, Heads may grant up to five days’ leave with pay for study purposes in the month preceding examinations or assessment where the course forms an agreed part of the individual’s staff development.  

C.  Responsibilities for Staff Development
The roles and responsibilities of individuals, groups and committees within the University for the implementation of this Policy are:-

1.
The Court of Governors is ultimately responsible for the overall human resources strategy of the University and for agreeing the key personnel and staff development policies which contribute to that strategy.

2.
Academic Council is responsible for the maintenance of academic standards and the development of teaching methods and courses.  In exercising this responsibility Academic Council will determine appropriate policies and processes covering the staff development of academic staff.

3.
The Executive Committee brings together key Senior Managers who have an overall responsibility for implementing staff development policy in the University and will monitor the implementation of this policy throughout the University.  Where appropriate, the Executive Committee will agree recommendations to be put to Academic Council or the Court of Governors for the approval of proposals.


4.
The Corporate Staff Development Team and Educational Development Team are responsible, in consultation with others in the University, for facilitating the delivery of staff development activities in support of the achievement of corporate and local objectives.  Corporate staff development activities include, but are not limited to, induction programmes, the dissemination of new teaching and learning strategies, management development, appraisal training, diversity training and health and safety training.

5.
The Director of Personnel is responsible for corporate oversight of staff development activity and ensuring that this is integrated with the overall human resource strategy of the University.  This responsibility extends to the line management of the corporate Staff Development Team and managing the budget allocated to support corporate staff development initiatives and programmes.

6.
The Staff and Educational Development Working Group is responsible for considering the implications of internal and external factors which affect the identification, planning and execution of corporate staff development activities.  As such, the Working Group has a key role to play in determining the action necessary to address staff development priorities and in determining their effectiveness. 
7.
Directors of Learning and Quality in Schools have a central role in monitoring academic quality in their Schools and will assist the Heads of Schools to identify and plan staff development to maintain and improve the quality of academic provision.  School based Directors of L&Q have close functional links with the Learning and Quality Unit, the Educational Development Team and School based Learning Enhancement Coordinators to ensure effective development and implementation of the University’s learning strategies and Quality System at the School level.     

8.
Heads of Schools and Offices are responsible for planning, resourcing and monitoring the effectiveness of staff development activities at School and Office level.  As a key element of this, Heads are responsible for ensuring that all staff in the School/Office are appraised using the University Staff Appraisal Scheme and that any local arrangements for the management of staff development, such as bidding for funding, are made known to staff and operated in an open and consistent manner.  See Appendix 2.  Heads, in consultation with others as appropriate, will prioritise individual staff development needs in the context of organisational and local objectives within the constraints of the staff development budget.

9.
University Teaching Fellows have a requirement placed upon them that they will undertake special responsibilities in learning and teaching which focus on developing outstanding teaching in Schools and the wider University.  This is facilitated by a forum of Teaching Fellows the aim of which is to identify and deliver learning enhancement and educational development projects that will be of benefit to academic staff and contribute to the delivery of the University’s Learning and Teaching Strategy.

10.
Managers and Appraisers of Staff are responsible for ensuring that the development of individual members of staff relates to School and Office plans.  Managers are also responsible for supporting staff through their staff development and reviewing its effectiveness via appraisal and other means.  

10.
Individual Members of Staff are encouraged, via the appraisal process and day-to-day management contact, to identify staff development activities appropriate to their needs in the context of local and corporate objectives.  They will be supported in this by local interpretation of corporate and School/Office plans for example, via appraisal and team meetings.


The University recognises the value to individual personal development and the 
University as a whole of staff undertaking civic duties such as those of local 
councillor, magistrate, and school governor.  Where appropriate, and subject to 
operational constraints and priorities, the University will endeavour to support 
staff to enable them to undertake such duties.

For details please see the separate guidance ‘Special Leave for Voluntary Public Duties’  http://www.gre.ac.uk/offices/personnel/ppga/leave  

Policy and Arrangements for Staff Studying on University Programmes

Background and context

This policy is supplementary to the Staff Development Policy of the University which aims to support and facilitate the development of all its staff in order to achieve their full potential and to enhance the capacity of the organisation to achieve its objectives.

This policy sets out the arrangements by which staff of the University are able to enrol, normally as part time students, on programmes of its academic provision for the purposes of their professional or personal development. 

Scope - Staff

Subject to the necessary line management approval, all permanent staff, either full time or part time will be entitled to enrol on an award bearing programme of the University as part of their professional or personal development.

Scope - Programmes

All programmes in the University’s academic portfolio, primarily those with a part time option, can be considered for staff development provided that applicants meet the relevant entry criteria.  The provision of some Schools with wide applicability is likely to figure more highly than others in contributing to staff development.  Given the diversity and specialist nature of some of the functions within the University, however, it is not possible to identify a definitive list of subject areas and programmes that would be appropriate to cover all professional and personal development needs.  

Management approval

As with any staff development, requests by an individual to enrol on a University award bearing programme will need to be discussed and agreed with their immediate line manager prior to approval by the Head of School or Office.  

The Staff Appraisal system provides one means of facilitating these discussions.   Individuals should not, however, feel constrained to or by the timing of the appraisal cycle, particularly if doing so would jeopardise their prospects of enrolment.

Whilst managers should give priority to those requests that are of direct relevance to a person’s duties and responsibilities and organisational or local objectives they should aim wherever possible to support requests that will contribute to personal development.

Fees

Fees will not be charged to individual members of staff or their parent Schools or Offices for their enrolment on an academic programme as part of their agreed staff development while they continue to be employed by the University.

Support by sponsoring Schools and Offices

To facilitate and support the approved attendance on an academic programme staff will be allowed:

· Time off with pay to allow for attendance at classes and examinations.

· Up to five days study leave with pay per year to prepare for assessment.  This allowance need not be taken in a block and may be used to support attendance at classes.

· Financial support for travel and other costs, such as the purchase of text books, associated with the programme.  An estimate of these costs should be included in the initial request.

· Support in carrying out work based projects and assignments.

Any allowances will be pro rated for part time staff.

For their part, participants will be expected to advise their management of any difficulties they encounter with attendance at classes or progress with the subject matter as soon as they arise.

The Personnel Office will maintain liaison with Heads to ensure, so far as is practicable, consistency of approach and treatment of staff across the University in all aspects of this policy.

Guidance on the operation of bidding systems for staff development funding to ensure equity of access

1. Staff development for individuals needs to be prioritised within the context of organisational and local, School or Office objectives and priorities.


2. Appraisal plays a key role in the identification of staff development needs.  Managers therefore need to ensure that staff are appraised regularly and are advised of the operation of any staff development bidding process that operates supplementary to appraisal.  


3. The bidding process needs to:
· be clearly communicated to staff identifying the timescales for bids, how they will be judged and by whom.

· include flexibility to allow for ad hoc in year requests

· require justification for the staff development in terms of the benefits at individual and/or professional or organisational level

· include a requirement for individuals to identify the costs of the staff development 

· provide feedback to individuals in the event that their request is not supported
4.
Heads should periodically monitor to ensure that there is no bias in the approval and allocation of staff development activities and funding.
Further guidance

Further guidance about the operation of this policy is available by contacting Kevin Behn on ext 9962 or by email.
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