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STAFF DEVELOPMENT ANNUAL REPORT 2007/8 AND 
FORWARD PLAN 2008/9
1. Introduction
The focus for the Staff Development Office in the last academic year was particularly centred on the action plan to secure a successful IiP assessment in February 2008, on the relaunch of appraisal together with the introduction of contribution and to focus on continuing to embed the Leadership Model across the University. 
In addition, much time was also spent supporting those departments in transition, most notably Facilities, Learning and Information Services and other departments associated with Augustine House. We also worked with LTEU to deliver the ‘Student First’ focused staff conference over a week in June 2008. This proved highly successful as a joined up approach to a strategic imperative and in encouraging a better dialogue across departments regarding the student experience. A full report on this event was provided to SDC in September 2008.
This report reflects on the overall outcomes of the main areas of SDO work in 2007/8 as described above, as well as our core activities related to the University Staff Development programme. 

2. Events and activities 2007/8 – general overview 
The Staff Development Office, LTEU, Quality and Standards and the Research Office run, facilitate or support a wide range of activities and workshops during the year. These are recorded on the University Training database (excluding Research currently), which is linked to Agresso and can report at an individual, department or SMT level.   
Quantitative data and analysis is provided in Appendix 1. Some general observations and comments from these are as follows:
· Excluding conferences, the total number of staff attending Staff Development Office events was 2399 over 201 events. This includes bespoke work by SDO. 
· LTEU IT team delivered sessions to 1358 staff over 284 events. LTEU teaching fellows, L&T co-ordinators and learning technologists also offered CPD and bespoke sessions primarily for academic staff. The bespoke work is welcomed but planned sessions for academics remain problematic, although some improvements have resulted from more targeted approaches.
· The total provision for staff across SDO, LTEU and Research is significant and rising year on year. This involves a substantial amount of staff time and resource. We are looking at how all 3 units can share expertise, streamline processes and jointly market to maximise the potential benefit of this programme of events.

Taken as a whole, the data shows that the great majority of our staff are generally well engaged with development activities across the board, with an average of 2.5 CPD events per staff member being attended and 22% of our staff undertaking a further qualification. 
While this is clearly a positive outcome, we need to ensure that the assessment of impact at an individual, team and department level continues to improve and that provision continues to be relevant. 
We have also extended provision via investment in online resources to better meet need ‘on demand’ and reduce some need for face to face development and all the support that involves. There are plans to further extend this, dependent on resources, for health and safety in 2009.   

The online approach has been particularly successful, with the introduction of the Appraisal & Personal Development Toolkit which has had over 20,000 ‘hits’ since it was introduced a year ago.  
Current usage April – October 2008 is as follows:

	8710    views online in total

	2410    Appraisal resources

	  293    Contribution

	  107    Leadership Model

	7302    Personal & Professional resources


Christ Church is currently one of the highest users of this resource within the HE community.

This can be developed further, for example to support those staff moving into new roles in the University and for leadership and management development. 

2. Appraisal Report 2007/8 


2.1 Introduction

In 2007/8 a revised appraisal system was introduced to the University, in part in readiness for the introduction of the contribution pay scheme which runs alongside appraisal, and partly in response to the IiP report of May 2007 which illustrated major failings in our approach to appraisal at that time.

Significant effort was deployed by Staff Development during 2007/8 to ensure that all managers and staff were aware of the changes, the importance of using appraisal as an effective process at an organisational and individual level and to develop appropriate skills and understanding. This was reported on in part to the SDC in November 2007 in relation to the contribution briefings conducted with HR but also constituted a high number of departmental briefings, appraiser training, in groups and on a one to one basis, and discussions with HODs on how to implement a relevant appraisal plan for their department.

2.2. Engagement with Appraisal 

The consequence of this focus and revision has been significant. In autumn 2006 it was reported at SDC that only 40% of the University was engaging with appraisal – evidenced by the return of the old ‘form 4’ summary report to Staff Development. This was confirmed by the IiP report of May 2007 and raised major concerns, expressed to SDC and SMT.

For 2007/8 academic year ending, summative appraisal reports from HODS have been received from 42 out of the 48 departments – an 88% return rate. Those not returning a summary report indicated lateness in engaging, or change of HOD, that has delayed undertaking appraisal. This means for the first time we can report that there is 100% engagement by departments with appraisal, which is clearly a substantive improvement.

This does not mean necessarily that there are not individuals still not receiving an appraisal and this is borne out by the Staff Survey results, so there is still further work to be done. Having secured engagement at a department level across the University, we also now need to focus on the quality of the experience and embed the lessons learned from the contribution process.

The reasons for this success can be contributed to 2 things – firstly, the revision to the process and working with key departments to locate appraisal as a useful aid to departmental development and planning. Secondly, the introduction of contribution pay which has been broadly positively received by HODs and staff as a mechanism for improving focus on performance, objective setting and recognition. As 2007/8 was the first round of contribution pay with a high proportion of staff involved (700), the impact could reasonably be expected to be significant. We will have to monitor closely the impact in year 2 and continue to support departments with implementation and monitoring to assure the momentum continues in a positive direction.

2.3. Appraisal outcomes 2007/8

Form C asks departments to report on 3 key areas – common development needs, issues arising that the department needs to address and any issues needing to be brought to the attention of SMT.

A summary of the responses is set out on the next 2 pages, listed in frequency of response order.

	Common development needs requiring action by  the University
	Recommended  Action / comments

	IT related development :

· Software: advanced Excel, Agresso, ECDL, VISTA, SQL, 

· Web developments – authoring, use of online resource

· Use of ICT in teaching and learning

· Improved use of QL by administrative staff


	The most significant topic mentioned, with 25% of respondents listing it as a

priority. 

Discuss with LTEU & Registry (QL Training Officer) how to meet needs



	Research and Knowledge Transfer

· MA pathway on research & evaluation methods

· Getting published

· Research supervisor training

· Action research
	Next most frequent topic after IT.

Discuss with Graduate School and Research Directors.

Could benefit from greater co-ordination of activity across faculties. 

	Developing a better customer focus/service 


	Plans underway to develop core skills session under ‘Student First’ umbrella for all student facing services. 

	Time management 

· Prioritising workloads

· Balancing (PhD) study & work

· Workload planning


	Is provision in current SD programme and online resource available



	Development connected to the introduction of the points based immigration system
	Discussion with Registry 


	Health & Safety training requirements, including action on personal safety
	Notify Health & safety team

Introduction on online H&S courses

Discussion with Security Manager

	Equality, Diversity, Cultural awareness and internationalisation


	Discussion with Equality & Diversity Manager to target key departments

Plans for bespoke student facing session on E&D issues / customer service

	Better support for staff in new roles


	SDO currently working to implement peer-mentoring and reviewing targeted support.

Strengthen induction guidance for HODs

Improved provision to support core roles e.g. programme directors



	More support for ‘middle managers’ on core skills

· R&S

· Coaching

· Appraisal

· Managing Performance
	Current SDO programme offers wider range of support for middle managers/team leaders

Need to review current team leader programme

Work with department management teams – Finance, Education, Library underway 

	Benchmarking service against external organisations on an operational and strategic level 
	HODs need to lead on but possibly some option to link with broader utilisation of Development Leave.

	Meeting management – chairing, minute taking
	SD programme 08/09



	Funding Bids / managing project funds

Developing entrepreneurial skills, securing projects, funding, contracts
	SD programme 08/09

Discuss with CEBD / KT funds

	Better support for programme directors


	SD programme 08/09.

Project  group reviewing PD role/support – recommendations to SDC March 09



	Raising the profile of PORT & better engagement with PGCHE(LT)  
	Discuss with LTEU /Deans

	Issues for support in development for staff at locations outside of Canterbury
	Currently piloting link with Kent Trainers at Salomons

Possible link with other HEIs

‘Train to Gain’ 


2.4  Issues to be brought to the attention of SMT

These are summarised under a number of themes that arose from the feedback.

2.41  Introduction of Contribution / changes to appraisal

There was a general welcome for the revisions to the scheme and the introduction of contribution to clarify direction and priority. Some expressed a sense that for the first time in some cases, appraisal had been approached positively and constructively. Some stated that they were concerned to ensure equity in the way that contribution objectives were established and wished to see discussions at faculty/directorate level with their SMT managers to review this.

2.42  Managing work loads 

This was by far and away the most common issue. In academic departments, there are concerns centered on workload planning and requests for greater transparency and support addressing this issue equitably. There are also concerns that those staff that work at a distance or travel significantly across the University network need to better supported in work load allocation and ‘self management’ to reduce stress and balance priorities.
Some central departments also reported increasing pressure on their limited staff resource when trying to support growing academic departments, particularly with ever increasing technical challenges or organisational change. 
There were also some concerns expressed regarding support staff in academic departments. Responses indicated that the work of such staff needed to be better recognised and rewarded (particular issue regarding inconsistency of grading) but in addition, there is felt to be an inconsistent approach toward administrative staffing in faculties and a need to address issue of cover in the summer months, in some areas. 

2.43  Programme Management and Administration 

Concerns were made regarding the need to provide a better ‘student service’ against the reality of managing (for example) assessment turnaround deadlines with a busy workload, the issue of ‘parental involvement’ and a need to simplify bureaucracy to release time to focus on student support,  while still meeting quality requirements. A real sense that ‘something needs to give’.

However, HODs themselves stated that they are aware of a need to develop better quality control processes such as quality manuals, process mapping etc and would welcome SMT encouragement in this.

There was also mention of the challenges of partnership working / securing ‘distance’ programmes delivered onsite – takes time, effort and resource but does pay off long term.

2.44 Staff Development Budgets / engagement

Some HODs state that maintaining professional currency in some departments is an ever increasing cost, not reflected in budgets. Conference attendance/ technical skills training for one staff member alone can eat up significant amount of budget. Some budgets have not altered for years – how can SMT provide better leadership to address this issue?

The issue of equity in access to development was also raised – some workloads are so great, it can be hard to access – the question of whether we should have a minimum expectation / entitlement to CPD or ‘inset’ days was raised by some respondents.

2.45 Conclusions

The introduction of contribution and the enhanced support for appraisal has resulted in positive outcomes generally.

To maximise this positive development and maintain momentum, we need to:
· Further review the impact and process of appraisal at an individual level, taking account also the staff survey feedback.
· Recommend that all members of the SMT hold discussions with their management teams to review contribution objectives and process to assure equity and address areas of concern

· Provide feedback resulting from the contribution and appraisal review to all SMT, HODS and appraisers to encourage ongoing discussion of the outcomes from appraisal, further action planning to improve the process and experience for staff and to firmly embed a culture of on-going positive dialogue with staff regarding their contribution and future priorities.  

3. Embedding the Leadership Model / LMD 
We have continued to work with SMT, HODs and other leaders/managers to further embed the leadership model within the University and to ensure that all those in a leadership or management role are supported as far as possible.

During 2007/8 this entailed a further Development Centre aimed principally at aspiring leaders, so that we could assess the relevance and usefulness of the model with this group. We also developed with CLMD a 360 assessment tool based on the Leadership Model, which was piloted via this Development Centre. 13 staff attended – 9 academic and 4 support.

Initial responses were favourable on both counts, with participants stating they found it revealing and useful and some members of the group elected to continue as an action learning set. A further evaluation is underway presently 6 months on to provide  deeper insights into impact and usefulness and the outcomes of this will be reported to the next SDC.
We also piloted a Good Practice series of management development events, focused on core management processes with PassePartout in the summer of 2008. These were well received overall, particularly for the action learning approach taken which enabled those attending to focus on individual issues and gain valuable feedback. These sessions will be re-run in 2009.

Finally, we also piloted a session for previous attendees of the Development Centre to train as coaches, with the intention to align coaching support for the 2008 Development Centre attendees. While the training was well received, the model of assigning coaches to development centre attendees has proved more challenging. Reviewing how we might manage this aspect better in future is part of the current review of the Development Centre.

One further issue that arose from feedback received last year was the issue of support for those managers and leaders not HODs or part of the Management Group. In particular, there is a need to support first time managers and supervisors and to support managers dealing with performance issues.

Both of these have been included within the 2008/9 Staff Development Programme ; however, further work needs to be done by the SDO to map out who our leaders and managers are and to ensure we have a clear strategy for their personal and role development. 

4. Update on stated priorities for 2007/8
	Deliver the IiP action plan working with SMT and HODs, leading to successful full re-accreditation in February.
	Update : IiP completed successfully; next assessment due early 2011

	Develop a strategy for Leadership and Management Development that supports the embedding of the Leadership model, further development of additional tools such as 360º and clear pathways for current and future leaders and managers.
	Update : Development Centre completed; LMDP; 360 tool developed    



	Develop improved support for staff through their induction and probation with development of Peer-Mentoring scheme for staff new into roles.
	Peer mentoring scheme piloted successfully and currently being extended and due for evaluation early 2009

	LTEU to pilot and review implementation of the ICT Toolkit and e portfolios for staff
	ICT toolkit completed; e portfolios still being piloted

	Planning, delivery and evaluation of the Student First week June 2008
	Completed 

	In partnership with SMT members SP, KG and AI design and deliver a programme of development designed to support improved service delivery in their areas of responsibility leading up to the transition to Augustine in 2009
	Partially completed with SP / KG
and Facilities
On going to 2008/9

	Continue to embed and support the revised appraisal and contribution processes and review impact of this work in summer 2008
	Completed

	Working with the Salomons CLMD team, to continue to offer OD support in each SMT area in order to realise the strategic priorities identified for the University as a whole and for each faculty/directorate.
	Completed but still ongoing


5. Priorities 2008/9

Reviewing our work over last year and taking into account feedback from appraisal, KPIs and the progress of current strategic projects such as Augustine, it is clear that a number of themes emerge that are forming the basis of our priorities into 2008/9. 

In particular, there is a need to ensure that the current investment plans of the University are supported by clear and effective leadership and management. We also need to work with Finance and HR to support the planned devolution of decision making to HODs and provide skills and personal development to support this. In addition, HODs cannot work alone and increasingly rely on their department management teams to support delivery of department plans. We also therefore need to ensure we work with HODs to build capacity and capability within these teams.

Partly in response to this agenda, SDO and HR have been integrated to one department to provide a greater focus and input to people management and support department HR planning. In May 2009 both departments will be undergoing an Internal Review under the University quality assurance process and this will greatly aid integration and joint working.

Our priorities for 2008/9 are therefore as follows:

· Develop a Leadership Strategy that supports the embedding of the Leadership Model, sets out our approach to LMDP at all levels and succession planning.
· Linked to the above, specifically to work with Quality and Standards to agree a development plan for Programme Directors as a priority group 

· Develop a ‘Student / Customer First’ service standards framework and development plan for all front facing services 

· Work with new HR structure and HODs to improve people management skills and HR planning across the University.    

· The need to work collaboratively with SMT, LTEU, HR and Research to better articulate what academic identity at Christ Church means and how we intend to support this in its’ various forms. 

· To integrate the work and processes of HR and SDO, to secure a positive outcome of the internal Review and to provide an integrated approach to supporting HODs and people management. 
· To further review the effectiveness and impact of Development Centres and the use of the 360 tool 

· To action points arising from the Staff Survey as they relate to Staff Development – this will include actions on appraisal impact and departmental induction

· To use the June 2009 staff conference as a platform to inform our planning and action for the Institutional Audit related to enhancement of the student experience

· To support the development needs of those departments in transition – principally Facilities, Library and Registry.

Tracy Bell-Reeves

Staff Development
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