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INTRODUCTION 
 
This report covers the academic year August 2001 to July 2002. 
 
As a result of the additional funds from HEFCE following our submission of the People Strategy, this year has 
seen the much needed expansion of the Staff Development Team.  
 
We were pleased to welcome, Catherine Heaton, our new Management Development Adviser, who joined us in 
September 2001.  Catherine has already made a tremendous impact on the training for Heads of Departments 
(HODs) in developing an expanded programme of Head of Department Fora and skills events, which are 
receiving excellent feedback.  Catherine has also been working with Christian Carter to deliver our CRS 
supervisor training within departments.  Whilst meeting urgent needs, Catherine is drafting a strategy for 
management development in the medium to long term.  
 
We have also been fortunate to appoint Roger Morley, a training officer from UBHT, to the team. Roger joined us 
in April 2002 and his role is to identify needs, develop and deliver training for manual and technical staff, staff 
groups that have, up until now, had little opportunity of staff development activities. Roger will also be working 
with our colleagues in Information Services and the Safety Office to help enhance our training activities in these 
areas. The first initiative being the launch of the European Computer Driving Licence (ECDL) qualification for 
staff, which is detailed later in this report. 
 
My thanks and appreciation particularly go to the other members of the Staff Development Team who have not 
only embraced and supported our new colleagues but have continued to expand our existing activities, with a 
further increased Course Diary, expansion of our trainee scheme and more departments successful in Investors 
in People, just to name a few. 
 
This report will expand on our special achievements for the year. 
 
 
 
 
 
 
 
 
 
 
Kim England 
Assistant Personnel Director 
Personnel Services 
September 2002 
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REVENUE BUDGET 
 
In addition to our much-needed expansion of our staff compliment, I am pleased to report a further increase in the 
Staff Development revenue budget to £160,000. This is an increase on our 2000/2001 budget of £133,000. 
 
This budget is still relatively small as we need to meet the needs of over 5000 staff but with additional resources 
also provided for training activities by Information Services, Safety Office and other internal tutors, the amount 
and variety of training provided is considerable.  
 
 
The following table summarised our expenditure this year:  
 
TOTAL BUDGET £160,000 
 
Staff Development Activity Spend 01/02 
 
1) Transfer of funds to Graduate School of Education 

for Teaching and Learning Programme  £40,000 
2) Management training:   
 a)  General Course Diary events  £7,000 
 b)  Introductory Award in Supervisory Management (inc CRS)  £11,000 
 c)  HOD training and Fora   £3,000 
 d)  Coaching – Nigel Singer  £7,000 
3) Personal Development training: 
 a)  General Course Diary events  £16,000 
 b)  Stress Management courses  £2,000 
 c)  Introduction to the University (inc new video)  £8,000 
4) Fair and effective recruitment  £4,000 
5) Staff Review and Development  £3,000 
6) Research Portfolio – general Course Diary events   £12,000 
7) Investors in People  £1,000 
8) Equal Opportunities  £2,000 
9) Update to course admin support  £12,000 
10) Equipment and resources  £6,000 
11) Course Diary & publications  £6,000 
12) Secretarial Conference  £2,000  
  ------------- 
SPEND TOTAL £142,000 
 
 
This year there was a planned under-spend, mainly due to the new Staff Development Advisers spending time 
developing new training events for the future.  Roger only joined the team in March 2002 and has been spending 
time assessing the needs. 
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SPECIAL ACHIEVEMENTS 
 
 
1) Management Training 
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Figure 1 
Priorities for the 2001/2002 session have focused on increasing heads of 
departments’ awareness of the information, skills and support they may need 
during their term in office.  A programme of internally delivered events has 
extended the HOD Fora, so that a wider range of topics is covered during the 
course of the year.  This is now supported by written materials, enabling heads to 
access information regardless of whether or not they attend sessions.  Figure 1 
summarises participants’ feedback. 
 
Also included in this year’s priorities were University-wide issues such as: 
 developing the risk management function 
 continuing to train managers in recognising and dealing with stress  
 ensuring the fair and effective recruitment of new members of staff 
 ‘building bridges’ between managers in academic departments and support 

services. 
 
Priority staff groups for management development in 2001/02 were:  
 heads of academic departments (see above) 
 supervisors of contract research staff (see below) 
 senior and middles managers in support services – this has been achieved initially  

through extending the provision of HOD events to senior support service staff 
 other individuals and groups of managers and supervisors – through one-to one meetings 

and enhancing the provision of short courses for managers within the Course Diary. 
 
 
2) CRS Managers Training (in departments) 
 
During the course of the year we have delivered a new half-day programme to groups of academic staff who 
supervise research staff on fixed term contracts (CRS).  The purpose of these sessions is to:  
 raise awareness of the views and experiences of CRS at Bristol and across the country through the data 

gathered through the Contract Research Online Survey (CROS)  
 share experiences and exchange best practice in supervising researchers both from within the University 

and through examining a range of  modern management techniques 
 understand the latest legislation relating to CRS working conditions. 

 
These training events are organised in conjunction with departments in order to provide better customer service 
and meet specific departmental needs.  Sessions are delivered in the department at a time appropriate to the 
individuals involved.  Beginning with the seven most research-intensive departments we have to-date trained 156 
individuals (this figure also includes people who attended the general Course Diary advertised courses).  We 
estimate that this goes almost a third of the way towards training all those currently supervising researchers.  A 
programme of training events has been drawn up that will enable us to have trained 40% by the end of 2002. 
 
 
3) Staff Review and Development Scheme 
 
As part of the University’s People Strategy we have taken steps to revise and expand our Staff Review and 
Development Scheme.  A full proposal to revise and launch a scheme to embrace all staff has received Staff 
Committee approval. Working parties were established to revise the paperwork to ensure the process is more 
fitting to the different roles within the University.  Separate forms now exist for academic, research, 
administrative, support and manual staff groups.  In addition to the University scheme and following the 
recommendation of the Follet report, we have simultaneously launched the agreed appraisal scheme, jointly with 
the local trusts, to our clinical academic consultants and professors. 
 
We hope that this revised scheme will increase the involvement of all staff within the University and enhance 
good management practice with the added benefit of identifying training needs.  
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During the 2001/2002 academic year 84 out of a possible 117 departments confirmed that they had completed 
the process. 
  

Faculty Total Replied Outstanding depts 
Arts 18 14 English; Philosophy; Archaeology; Music 

Engineering 9 7 Aerospace Engineering; Electrical and Electronic Engineering 
Law 2 2 - 

Medicine 30 22 Cardiac, Anaesthetic and Radiology; Transplantation Sciences; 
Surgery; Animal Unit, Medical Sciences; Physiology; Psychiatry; 
Pharmacology; Pathology and Microbiology 

Science 10 7 Dean of Science; Maths; Physics 
Social Science 15 10 Management Research Centre; Economics; Graduate School of 

Education; International Institute on Health and Ageing; Research 
and Development Access Unit for Deaf and Disabled Students 

Support Services 33 22 University Union; Student Health Service; Finance Office 
Information Services; Academic Registry; Client Services; Careers 
Advisory Service; Hiatt Baker Hall; Research and Enterprise 
Development; Warden, Durham Hall; Senior Anglican Chaplain 

Totals 117 84 34 
 
Professor Hodder-Williams will write to those departments who have not yet confirmed completion, in order to 
encourage and ensure University-wide compliance. 
 
 
4) Investors in People 
 
This year has seen a leap ahead with the progress towards achieving the Standard for the whole of Support 
Services.  With the encouragement of the Registrar, 13 support departments have gained the award.  They are: 
 

The Library 
ILRT 
Students’ Union 
The Policy Press 
The Hawthorns 
Personnel Services 
Accommodation Office 
Careers Advisory Service 
Durdham Hall 
Wills Hall 
Goldney Hall 
Clifton Hill House 
University Hall 
 

In addition to Support Services, the Dental Postgraduate Unit has also been recognised. 
 
The benefits of the Standard vary from one department to another but may include: 
 
• a clearer way of looking at the effectiveness of what we do and how we achieve our objectives (personal, 

team and departmental) 
• a better understanding of the role of the manager in developing people and the benefits derived from 

developing people 
• a useful monitor that staff feel valued, involved and aware of the direction in which the department wishes to 

go.   
 
Although the above can be gained without using the Investors in People Standard, the target of Investors drives 
through improvements at a greater pace. 
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5) Annual Conference for Secretarial, Clerical and Library Staff 
 
In July, 80 secretarial, clerical and library staff attended their 4th annual conference.  The theme was “Working 
Together” following the Vice Chancellor’s vision statement of “no two tribes”.  The importance of attaining the 
Investors in People standard for Support Services was emphasised by the Registrar in his opening speech    
 
A talk by the Vice Chancellor’s Personal Assistant, Julia Skelhorn, provided an insight into working “with the top 
management”, whilst Rick Glover brought us down to earth with intricacies of the University’s new Pay and 
Reward Strategy.  A light-hearted and fun way of team building was provided by Alan Margolis an independent  
trainer from Hampstead Training Consultants. 
 

The five workshop sessions covered a variety of topics including authoring tools for the Web, a day in the life of a 
lecturer, student and researcher and studying for qualifications whilst holding down a job.  To ensure a relaxed 
atmosphere, a Complementary Therapist gave 10-minute head and shoulder massages during the morning and 
afternoon. 
 
We are grateful to departments who contributed to the lunchtime exhibition and companies who donated prizes. 
 
 
6) Expansion of our Trainee Scheme 
 
To fulfil our plans in the People Strategy we have, this year, extended our Modern Apprenticeship scheme to 
encompass craft, catering and IT trainees in addition to administration trainees.  These apprentices are aged 
between 16 and 18 years of age.  
 
In the year 2001-2002 we employed eleven Foundation Modern Apprentices (studying Level 2 NVQ in 
administration, mechanical engineering, electrical engineering and carpentry) and four Advanced Modern 
Apprentices (studying Level 3 NVQ in administration).  Of the 55 trainees we have trained since 1996, 20% have 
subsequently been employed by the University. 
 
 
7) Computer and Information Technology 
 
Information Services (IS) has had a number of staffing changes, resulting in an increase in staff numbers, skills 
sets and flexibility. They have therefore been able to provide additional sessions for most courses, including 
Access, Excel PowerPoint, Word and Web courses.  (There are still, however, waiting lists for all of these 
courses.) In addition, IS has been able to provide several new courses to meet growing user demand.  These 
include EndNote and a range of Web courses, including Web design (using Dreamweaver) and images on the 
Web (using Photoshop). IS has discontinued its course in Unix.  IS has also improved course notes for all 
courses and established a standard new ‘document style’ for course notes and documents.  In line with 
improvements to quality and quality assurance, all new trainers have been sent to in-house and/or external ‘train 
the trainers’ courses; and a mentoring/monitoring scheme for ongoing development of new and existing trainers 
has been implemented.   
 
 
8) Learning at Work Day 
 
The middle of May saw “Adult Learners Week”, one day of which was ‘Learning at Work Day’. The aim of the 
week is to draw people’s attention to learning and highlight that learning is available to adults in a variety of 
forms, places and situations, not just in the classroom. Everyone received a flyer with their pay slip, publicising 
events and asking for staff to make learning pledges. Several members of University staff swapped roles or 
shadowed people for part of the day. 
 
We asked staff to make pledges for what they would learn on or around ‘Learning at Work Day’ and the lead was 
taken by the Vice-Chancellor and the Head of Support Services. For part of the day, they both found themselves 
in a new job, a new environment and with new work colleagues.  
 
Other learning activities included one secretary shadowing a Pro Vice-Chancellor, a Dean spending the afternoon 
with the gardening staff and the management of The Hawthorns preparing food in the kitchen. Others pledged to 
learn a new software package, browse the Internet and learn some words of Braille or sign language.  
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Many people who work at the University do not use PCs in the course of their work, or at home. Although the 
University runs a variety of excellent IT courses, not everyone has got the confidence or had the opportunity to 
develop these skills. The Hall Bursars at Clifton Hill House and Manor Hall identified staff who were keen for 
some ‘hands-on’ PC experience. In conjunction with members of Information Services we held sessions to help 
people search the Internet, look up useful web sites and to create an email address if they wished. As the event 
was such a success, follow-on sessions are being planned over the summer months in the halls of residence, 
and other sites around the University, offering small group or one-to-one sessions.  
 
We hope to build on this year’s successful day and plan to hold a programme of events during Adult Learners 
Week in 2003.  This should enable us to reach more people by holding events around the University campus. 
 
 
9) Teaching and Learning 
 
This year has seen the successful recognition by the Institute of Learning and Teaching (ILT) of our Teaching 
and Learning Programme. All staff who fully complete the programme will automatically be eligible for 
membership of the ILT.  
 

Completion Statistics for the Teaching and Learning in Higher Education Programme 1998/1999 - 2001/2002 
(as at July 2002)        
         

Year 
employment 
commenced 

Status of new 
staff 

Total number of 
appts for the 

year 

Number 
exempt 
from the 

prog 

Number 
starting the 

prog 

Completed 4 
modules + 
portfolio 

Completed 4 
modules, 
portfolio 

outstanding 

Ongoing 
registration 
(modules & 

portfolio 
outstanding) 

Withdrawn 

1998/1999 Permanent 33 8 25 11 10 1 3 

 Contract 26 0 26 20 1 0 5 

1999/2000 Permanent 37 14 23 6 10 4 3 

 Contract 28 0 28 7 6 10 5 

2000/2001 Permanent 62 15 47 5 22 19 1 

 Contract 37 0 37 3 19 15 0 

2001/2002 Permanent 32 7 25 0 5 20 0 

 Contract 24 0 24 0 4 20 0 

Total  279 44 235 52 77 89 17 
         
Note: The probationary period for permanent academic appointments is 3 years.  It is therefore expected that most staff in this category will 
not complete the programme until they are nearing the end of their probationary period. 
 
 
10) Statistical Summary of Staff Development Activities 
 

2000/2001 2001/2002 
Type of activity 

Number of events Number of attendees Number of events Number of attendees 

Computing & IT 111 881 97 912 

Learning Technologies 20 166 19 160 

Management Skills 102 1708 88 1253 

Personal Development 43 490 66 743 

Research Portfolio 29 309 29 298 

Safety 19 204 22 225 

HOD Fora and Development 
Programme 9 251* 16 482* 

Total 333 4009 337 4073 

*Number indicates bookings, but not necessarily the number of individuals who attended. 
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STAFF DEVELOPMENT PLAN AND FURTHER CHALLENGES/PRIORITIES FOR 2002/2003 
 
I am pleased to announce a further increase for the coming year in the Staff Development revenue budget, to 
£200,000. This will support the many additional challenges we need to address. The main areas of planned 
activity for the year 2002/03 are as follows: 
 
 
1)  Staff Review and Development Training 
 
Staff Committee, in agreeing the revised Staff Review and Development Scheme, made a policy decision that all 
reviewers should be trained. With the launch of the scheme in August 2002 it would not be feasible to train all 
reviewers during 2002/03 and therefore it has been established that all reviewers must be trained by July 2004. 
This is a huge task as there is likely to be in excess of 500 reviewers throughout the University who require 
training.  
 
We are currently developing a three-hour training programme, which will be delivered by a Faculty Personnel 
Officer and Staff Development Adviser peripatetically within departments. This will support a series of generic 
training events throughout the year. This has large resource implications for Personnel Services as we are 
anticipating running one event per week throughout the year in order to meet this demand.  
 
Although this will be an extensive area of activity for the next couple of years it is crucial to embed the scheme 
and to enhance its effectiveness in order for the whole organisation to reap the benefits.  
 
 
2)  CRS Managers Training 
 
 To continue to deliver half-day management training programme for supervisors of contract research staff within 
the University’s most research-intensive departments.  Again, this is highly resource-intensive for Personnel 
Services, in particular Catherine Heaton and Christian Carter, as it is proposed to run at least a further 20 events 
throughout the coming year. 
 
 
3)  Diversity Training 
 
The action plan established by the Equal Opportunities Advisory Group states that all managers should be 
provided with diversity training. With the help of EOAG and the newly appointed Equal Opportunities Adviser, we 
are establishing a training strategy to address this need. We will need to consider who requires what training and 
set priorities for particular groups, ie front of house staff, managers etc. We will need to consider whether the 
University will require staff to attend, as in our experience, when offered on a voluntary basis it is not supported.  
 
We are already offering training on the new Special Educational Needs and Disability Act 2001 (SENDA) 
legislation, which will be continued throughout the year. However, the timing of a launched portfolio of diversity 
training is important, particularly in light of the Vice-Chancellor’s desire to promote a Positive Working 
Environment. It would be more sensible to promote any training needs on the back of this survey to ensure we 
meet the real needs and provide maximum impact, although it has already been established that Heads of 
Department are a priority and we will commence this programme with up to 12 events over the coming year to 
meet this need. 
 
 
4)  Manual Staff 
 
Traditionally, Senior Domestic, Craft and Manual staff have not taken advantage of the general courses on offer 
each year in the Course Diary. This has been for a number of reasons: courses have not been specifically 
designed for these staff; they are not job related; part-time working has made it difficulty to attend, etc.  Although 
this group of staff have been given specific training where required, ie manual handling and COSHH training, 
work needs to be done to assess more generally the staff development needs. Staff may not be aware of 
developmental needs and we are training all manual staff supervisors to undertake staff review in order to assess 
potential needs. It is anticipated that we will expand on NVQ training for manual staff to include customer care 
training, which will not only enhance their performance but also give individuals a recognised qualification. In 
addition we will continue to offer ‘one-to-one’ computer training for the staff who require intensive training in a 
non–threatening environment.  
 

 7



CONFIDENTIAL 

A strategy to include a specialised portfolio of training for manual staff is being established with a view to 
implement during 2002/03. 
 
 
5)  Technician Development 
 
It is recognised that we have an extremely diverse skill and age range of technical staff throughout the University. 
As part of the People Strategy it is planning to establish a working party to collect high quality data on technical 
skills, establish the existing skills base and the future requirement in order to provide advice on particular 
succession planning for this group of staff. The Staff Development Team will be involved in this working party and 
take forward any training needs which are identified. This may include the re-introduction of a technician training 
scheme and it is planned to hold a ‘Technician Conference’ in the spring of 2003. 
 
 
6)  Safety Training 
 
The Safety Office provide a number of events and, by their own admission, find it difficult to meet the growing 
need for training within their own ability and resource. To support them in this, Roger Morley, Staff Development 
Adviser, will deliver a series of training events to train Departmental Safety Advisers in assessment of workstation 
safety, initially within Senate House, as this was recognised as a priority area following an HSE inspection.  
 
In order to meet the safety needs of the University and the environment, there is a recognised need for a 
dedicated, suitably qualified, training professional to provide safety training and advice to the University in order 
to assist the Safety Office in meeting this demand.  In conjunction with the Safety Office, a proposal will be made 
to Staff Committee during this session outlining a full strategy and building a case for additional resources in this 
area. 
 
 
7)  Management Training 
 
Priorities for sessions 2002/03 and 2003/04 cover: 
 introducing a programme of development and information-sharing activities for Deans and Divisional Heads 

in advance of the change in academic structure 
 working with Deans and their faculty support teams to prepare them for changes in working practice 
 providing Deans and Divisional Heads with one to one tailored support 
 continuing to deliver half-day training to CRS supervisors in their departments 
 developing and delivering Staff Review and Development training in departments and centrally through the 

Course Diary for all managers and supervisors undertaking reviews 
 preparing the large group of new academic heads taking up post in the 2003/04 session, through a 

comprehensive management development and information exchange programme  
 introducing a programme of individual tailored support for heads of academic departments and other senior 

managers with significant management responsibilities 
 disseminating HOD handbook materials and a web site to support HODs 
 rolling out a programme of regular meetings to support academic heads in their managing role and enable 

faculty personnel officers and staff development advisers to gain a better understanding of issues for 
departments 

 developing links between the management development activities and departmental review 
 expanding range of HOD Fora topics to meet the needs of support service heads 
 exploring ways to harness the initiative of individual managers across the University with experience in 

management training or enthusiasm for facilitating development activities 
 devising a management development programme that can be run within individual departments  
 devising a short role induction programme for academic leaders of primary units in advance of the launch of 

the new structure in September 2003. 
 continuing to address University-wide priorities, including training/information-giving for all: 

o managers and supervisors in the issues associated with managing major change – particularly in light of 
the reward agenda and the new academic structure 

o heads of departments and sections and other managers in a range of diversity issues 
o heads of departments in topics relating to developing a more healthy work/life balance 
o mandatory training areas including risk management, stress management, fair and effective recruitment. 
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8)  European Computer Driving Licence 
 
The ECDL is an internationally recognised qualification. It is aimed at anyone who uses a computer, regardless of 
age, experience, education, or gender. It consists of seven modules, which have to be successfully completed. 
Staff Development and Information Services will be rolling out the ECDL programme in autumn 2002 with our 
partner organisation Brunel Training Group. We are planning to run a pilot scheme for 50 applicants including all 
groups of staff. The cost will be covered by Staff Development for successful candidates. Anyone not completing 
will be recharged the cost of the examination fee, which is £25. The benefit of this programme is that staff can 
work individually, at their own pace, and are able to access the training manuals at their own workplace  or from 
any other networked computer.  Support will be available. 
 
 
9)  Teaching and Learning 
 
For the year 2002/03 we will continue to provide three Teaching and Learning Programmes for all new academic 
staff. The Graduate School of Education continue to provide high level, high quality training on our behalf and this 
year we have asked, at the request of the CRS Working Party, that they establish a teaching programme for 
CRS. This course is currently being established and is hoped to commence in January 2003. Full completion of 
the programme will hopefully, if successfully accredited, result in individuals being eligible for associate 
membership of the ILT. 
 
In order to meet this increased demand Staff Development have transferred £60,000, the largest single item of 
our revenue budget, to the Graduate School of Education, in order that they can expand their activity in training 
staff in one of the University’s core activities.  
 
 
10)  Dedicated Training Room 
 
The increasing number of programmes being run has placed the existing meeting rooms under increasing 
pressure. This is exacerbated by the fact that the rooms are shared with other departments around the 
University. Our aim is to have a dedicated training room for staff development. This would save costs in booking 
rooms and organisation and convenience. At the request of the Pro Vice-Chancellor who chairs Staff 
Development Group, we are presenting a proposal for this necessary resource which we hope will be supported 
during the coming year. 
 
 
11)  Training Records 
 
In addition to events arranged by the Staff Development Team there is a lot of training and development that is 
undertaken by individuals and departments. Our aim is to gather information in all training activities so we are 
able to assess the full extent of the University’s training activity. We are working with our colleagues in 
Information Services to establish a training records page within the Personnel Information Management System 
(PIMS), which can be updated by all training providers and departments alike to provide a record of the full range 
of training activities for individual members of staff.  
 
 
12)  Investors in People 
 
The challenge for the coming year will be to ensure the departments we are currently working with are 
successfully assessed for the award by July 2003 and to bring on board those support departments who have not 
yet ‘signed up’ to the process in readiness for assessment by July 2004.  They are: Student Administration and 
Faculty Support, Teaching Support Unit, Communications and Marketing, Secretary’s Office (including Safety 
Services) and the Finance Office. 
 
During the summer of 2002, we have worked with the Teaching Support Unit to incorporate the principles of 
Investors into the Departmental Review process.  We would also like to work with at least one academic 
department to investigate how the Investors’ Standard can link in to quality assurance assessments that have 
already taken place eg Subject and Departmental Reviews. 
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13)  Trainees  
 
In 2002/2003 we will be taking on a further four craft apprentices in mechanical and electrical engineering, 
plumbing, and painting and decorating.  In addition we have appointed an apprentice to support users and install 
IT systems at Langford and a catering apprentice at Wills Hall.  The expansion of the scheme brings a youthful 
presence to many of our departments.  It also brings the challenge of ensuring that the diverse nature of the 
apprenticeships does not detract from the quality of support and training and the positive experience we give 
them in their first full-time job. 
 
 
14)  Evaluation 
 
We continually evaluate all of our training events to ensure high quality. We discuss in detail the feedback with 
individual tutors and make the necessary adjustments.  
 
However, much work needs to be done on the evaluation of individual staff learning. As we are spending much 
more on staff development activities and increasing our work on identifying training needs - we need to develop 
evaluation methods to ensure that we are meeting these needs and that the University is achieving value for 
money. 
 
It is essential that Staff Development does not operate in a ‘vacuum’ and must support the needs of the 
University. We believe, we are, but we need to be able to demonstrate our value. This year we will develop 
systems in order to provide this feedback and evidence.  
 
 
15) Summary of Planned Spend for 2002/03 
 
Total revenue budget for 2002/03 is £200,000, plus £7,000 income from training provider for trainee scheme, 
which totals £207,000. 
 
TOTAL BUDGET £207,000 
 
Staff Development Activity Spend 02/03 
 
Teaching and learning  £60,000 
NVQs  £1,500 
Support Staff Conferences  £4,000 
Management Development training (Course Diary)  £12,000 
IT/ECDL  £3,000 
Catering  £500 
Research training (Course Diary)  £16,000 
Diversity training for HODs  £5,000 
Investors in People  £3,500 
Staff Review and Development (forms and training)  £4,000 
Introductory Certificate in Management (3 courses)  £10,000 
Course Diary publication  £6,500 
Personal Development training (Course Diary)  £18,000 
HOD Fora  £2,000 
HOD Development Programme  £5,000 
Deans training  £0 
Safety training  £1,000 
HOD advisory scheme  £20,000 
Certificate in Management Studies  £6,000 
Induction training  £3,000 
Training admin system  £3,000 
Equipment/Training resources  £4,000 
TNA survey development  £2,000 
Web development (ILRT project)  £4,000 
Disability support (interpreters)  £3,000 
Contingency  £10,000 
  ------------- 
TOTAL  £207,000 


	Faculty

