
“I am very happy to say that I have found leadership 
coaching to be very valuable and useful. It has 
enabled me to sit back and reflect on the particular 
challenges I have to face and, in a non directive way, 
to consider my role and relationships with others 
from a variety of perspectives.”
Senior University Manager
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Introduction 
and context
Our 2009/10 Annual Report was entitled 
“A focus on University Priorities” and its 
introduction described a “turning point 
year for the Staff Development function 
at Bristol”. This year has reinforced the 
importance of that need to focus on 
University priorities with Staff 
Development at the centre of supporting 
‘change’ in a variety of ways.

Our six major challenges created in 2009/10 remain broadly 
unchanged in terms of the big themes we must address: 

1. Political and financial uncertainty

2. An ever increasing workload

3. A changing work environment

4. A need to build leadership capability 

5. A need to engage staff more fully in University aims

6. The evolving role of the Academic1

The Staff Development function supports three key areas 
of the University Vision 2009–2016:

To recruit and retain first–class talent.

To foster a high–achieving workforce that is competent, 
committed, creative and capable of managing and 
responding positively to change.

To develop a culture and an environment that motivates 
and enables people to make an excellent contribution.

The Team
This was our first full year as part of the new Organisational 
Development (OD) team that, as well as Staff Development, 
comprises colleagues from the Diversity and Change 
teams. Led by Fiona Ford, Head of Organisational 
Development, all three teams worked towards offering co– 
ordinated OD support to the organisation in a much 
more thought–through and ‘project’–based way than had 
ever been undertaken in the past.

Most of the year was spent based in Berkeley Square as our 
new offices in Senate House were refurbished as part of the 
Support Process Review (SPR) project. Towards the end of the 
year SPR within Human Resources (HR) saw all ‘operational’ 
HR staff moving from Senate House out into their Faculties and 
Schools. OD expanded to include the Resourcing, Systems and 
Policy Development teams, offering a very strong and co–
ordinated basis for high impact work moving forward.

1‘Academic’ means staff on all three Academic Role Profiles: www.bristol.ac.uk/personnel/grading/academic
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Outputs
The 2009/10 Annual Report set out the following 
objectives for this year, in order to meet our key 
purpose of ‘Supporting Organisational Performance’:

A number of training events and workshops took place 
during the year in order to support the implementation 
of the above objectives. In total 549 workshops took place 
covering a wide range of topics... 

Objective Level of Progress

Bespoke SPR support and Performance Management training Significant progress

Managing change facilitation Significant progress

Helping teams develop new structures and culture Significant progress

Staff ‘community’ development and engagement Progress

Work within AUA Professional Behaviours framework Significant Progress

Bristol Academic Development Framework stage 1 launch Progress

Re–focus Career Coaching service to meet needs of key staff Significant Progress

Develop web–based Staff Development Review and Appraisal Progress

Improve the delivery of development through the Web Limited Progress

Higher quality evaluation of development and 
employee engagement 

Limited Progress

The 3rd whole workforce Positive Working Environment survey Objective moved to 2011/12

Leadership and Management Development Significant progress

Leading Research Teams

Information Overload

Biological Safety

Presenting with Confidence and Flair

Leading Change

Optimising Grant Writing

Succeeding as a Team

Papers–Rapid, Focused First–Draft

Blogging and Micro–Blogging

Plain English for Research Communications

Creating On–Line Tutorials

Exploring Personality Difference

Creating Digital Audio

Recruitment and Selection

Using Proactis

Effective Staff Reviews

E–Vision Marks Entry
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The workshops were attended by 4710 staff over the year. 
Figures of both workshops and attendances represent a rise 
over 2009/10 figures.

 

Course topic No. of courses 
delivered No. of attendees

Computing Skills 242 1392

Personal Development 24 354

Research Staff 30 334

Leadership, Management & Supervision 98 1170

Learning Technologies 23 145

Safety 88 759

Equality & Diversity 5 46

Sustainability 2 17

Academic Staff 15 146

Creating Excellence Programme (SPR) 22 347

Totals 549 4710
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Supporting Change
Change is at the very centre of so much of the work 
we do. Staff Development supported and prepared staff 
for managing and dealing with organisational change 
throughout the year. This included people that were due 
to leave the University as well as the many staff affected 
by different ways of working moving forward. 

The Creating Excellence Programme (CEP) is the flagship 
offer from Staff Development to help the smooth implementation 
of SPR across the organisation. Extensive consultation with 
process owners took place in order to develop a package 
of interventions that addressed the key ‘gaps’ in terms of 
successfully implementing SPR in the short to medium term.
The CEP was rolled out during the year with the objective of all 
‘process’ staff having taken part by the end of 2011/12. There 
are three key elements:

Succeeding as a Team (one day workshop).

Delivering Excellent Service (half day workshop).

Senior Management Coaching (up to 4 sessions over 
6 month period).

Engagement in CEP so far has been excellent with all 
processes either having taken part or planning sessions 
very soon:

Process Action

IT Services Launch Conference (May): 175 staff
Succeeding as a Team: x13 events, 130 staff
Delivering Excellent Service: x1 event, 20 staff, 
x8 events planned for 2011/12
Senior Management Coaching: Taking Place

Human Resources Launch Conference (May): 60 staff
Succeeding as a Team: Planned for 2011/12
Delivering Excellent Service: x2 events, 
20 staff x3 events planned for 2011/12 
Senior Management Coaching: Taking Place

Estates Conference: 50 staff
Succeeding as a Team: x1 event, 9 staff
Delivering Excellent Service: Planned for 2011/12

Education and Students Delivering Excellent Service: Planned for 600 Staff early 2011/12
Succeeding as a Team: Planned for 2011/12 

Web and New Media Succeeding as a Team: Planned for  2011/12 

Research and Enterprise Planning stage for 2011/12 delivery

Finance Planning stage for 2011/12 delivery

Faculty / School Admin Succeeding as a Team in Social Sciences and Law: 24 staff
Other faculties in planning stage for 2011/12 delivery



 

Supporting organisational, team and individual learning

Equipping our managers to cope and lead during times 
of change is clearly a pre–requisite of success in HE today. 
As part of the SPR process a programme of two half–days 
was developed in collaboration with Robertson Cooper, 
a leading firm of Organisational Psychology consultants. 
Delivered to ‘resource managers’ during the year it received 
first class feedback in terms of helping them undertake 
their ‘change’ responsibilities. 

The skills of our internal coaches were once again used in a 
number of areas to help people through periods of change this 
year. In total 91 one hour appointments took place (excluding 
leadership coaching). This included support for departments 
that merged or closed, staff applying for and taking Voluntary 
Severance and people about to start maternity or paternity 
leave. In addition, research staff employed on uncertain funding 
sources made use of the service in order to help them think 
about future career aspirations and choices.

Academic Staff Development
In December, the University was successfully awarded
the HR Excellence in Research badge by the European 
Commission, which recognises our commitment to best 
practice in the employment and training of researchers. 
As part of this process, we carried out a gap analysis 
against UK best practice (the Concordat) and produced 
an action plan to work towards this.

This year, a new programme of targeted sessions for all 
academic staff included faculty–focused workshops on 
grantmanship (in collaboration with Research and Enterprise 
Development), media skills workshops and sessions on 
managing information overload. Our comprehensive programme 
of training and development specifically for research staff 
continued with 30 workshops attended by 334 research staff 
over the year. New courses included the workshop “Managing 
your research project effectively”. 

80 research staff took part in the Mentoring Circles Scheme 
benefitting from the knowledge of more experienced 
academics. All research staff continue to receive a weekly 
bulletin containing training and career development news, 
vacancies and other opportunities.

The ‘Careers in Research Online Survey (CROS)’ was carried 
out in May 2011 with a response rate of 25%. There was some 
very positive feedback such as:

82% said they were encouraged to engage in 
their own personal and career development.

77% had participated in some training or development 
activity over the last 12 months, 27% had spent more 
than 5 days doing this.

“The course was fantastically tailored 
to my needs and was adapted 
spontaneously to suit our interests.”

“It has been fantastic and I have 
really valued the dedicated time 
with a career coach. She hasn’t done 
things for me but has inspired me to 
do things for myself. She has helped 
me challenge how I saw my future 
and realise that I don’t always have 
to work in the way I do now. I really 
appreciate the University providing 
this service. If there is any way this 
can be passed to those ‘on high’ 
it would be great.”
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However, there were also some things for the University 
to work on such as the fact that while 70% thought that 
the University recognised and valued their contribution to 
research publications, only 48% thought that the University 
recognised and valued their contribution to achieving the 
institution’s research strategy.

Survey evidence also reinforced the fact that the people 
management training we are providing for principal investigators 
is an appropriate and necessary intervention. 

The Research Staff Reps Network continues to provide a two– 
way communication process between research staff and senior 
managers. This year we welcomed a Faculty Research Director, 
Professor Jeremy Tavare, to act as Chair for the Research Staff 
Working Party. This represents the broadening focus of this 
group to include not just employment–related issues but also 
to ensure further integration of research staff into University 
research strategy. 

The Teaching and Learning in HE programme continued to 
deliver teaching skills to new academic staff on entry to the 
University. A successful re–accreditation of the programme 
was made to the Higher Education Academy by colleagues 
from the Graduate School of Education. A review of the 
programme took place during the year to ensure it is best 
placed to deliver the knowledge and skills we need from our 
academic colleagues moving forward.

Leadership and management 
development for academics

September 2010 saw the launch of the new Leading 
Research Teams (LRT) programme for established principal 
investigators. This programme was developed based on 
the very successful Preparing to Manage Research Groups 
(PTM) programme for research staff and new lecturers. It is 
focused on developing leadership and people management 
skills for the research environment. Two cohorts went 
through in 2010/11, a total of 40 academics. Another cohort 
of Preparing to Manage Research Groups also ran with a 
total of 16 academics.

These programmes have been evaluated, not only in terms of 
the ‘reaction’ of participants, but also the impact that new skills 
and knowledge have had back in the workplace. Results show 
the workshops making a tangible impact on the confidence and 
skills of the academics taking part.

“Gave me a good understanding 
of the different ways people think 
and respond to actions so I can 
incorporate this in my job.”

“…it’s a brilliant way of 
understanding how you work 
and how you can apply what 
you learn into a real–time 
leadership environment.”

“An excellent program that is very well 
tailored to the needs of academics.”
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In addition, 4 one–day courses were run for academics 
on people management skills. A total of 212 academic 
staff have taken part in some form of people management 
training at the University since 2009, this is around 
10% of this staff group.

In 2011/12 provision in this area will be further extended 
to include lunchtime people management master classes, 
follow–on workshops including a series called “Clever 
Collaborations” looking at tools to make collaborative working 
easier and action learning for previous participants of LRT and 
PTM. LRT participants will also be offered leadership coaching 
from our internal coaching team.

Leading Research Teams: (cohort 2)
“How confident do you feel that you can effectively…?”

9 months after the end of the programme cohort 2 were asked 
“How valuable do you think the course was in terms of…?”
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Establish processes that enable 
teams to work together well

Communicate with colleagues 
who are very different

Providing you with skills and 
confidence in managing 
people in your current role

Give feedback about things 
that haven’t gone well

Support others’ development Deal with conflicts 
before it escalates

Preparing you for the 
future leadership of a team

Preparing to Manage Research Groups: (cohort 3)
“How confident do you feel that you can effectively…?”
KEY: 1–6 = Low to High
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Leadership and Management 
Development
Leaders and managers within the institution now, 
probably more than ever before, have to be able to 
cope with, and effectively lead their teams through, 
major change. Such change might arise from internal 
objectives or external drivers, but there can be no doubt 
that we will have to continue to adapt as an organisation 
if we are to remain globally successful. 

A key focus of the leadership and management development 
delivered throughout this year has therefore been enhancing 
ability to manage change and increasing resilience at the 
individual, team and organisational level. 

We have worked with our external providers to ensure 
that these issues are embedded firmly in programmes 
they have delivered and have ourselves addressed these 
aspects across a wide range of short courses and 
other interventions. 

Major interventions over the last year include delivery of:

The third cohort of the Leadership and Development 
Programme, a hugely popular programme currently 
being delivered to 17 senior academic and 4 senior 
support staff.

A residential programme enabling middle managers 
from Bristol, Bath, University of the West of England 
and Swansea to develop their understanding of 
leadership styles and some of the tools of management, 
whilst establishing valuable contacts and networks 
across other institutions.

A targeted coaching provision for managers and leaders 
impacted by Support Process Review and other major 
organisational change.

A bespoke programme specifically developed to help 
first-line managers cope with and lead the changes 
arising from Support Process Review.

Bespoke workshops for all Deans, Divisional Heads and 
Heads of School on ‘Handling Difficult Conversations’.
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We have continued to work with Deans, Divisional 
Heads and the Senior Management Team to identify 
those who have potential, enabling us to support them 
in their development through attendance at some of the 
programmes above or on external programmes such as 
those delivered by The Leadership Foundation for Higher 
Education and Common Purpose.
 
Supporting managers through Support Process Review with 1:1 
coaching sessions has produced significant results this year. 
Each process owner has selected which senior managers in his 
or her team they would like to be invited for leadership coaching. 
In general it has been the Process Owner and his/her direct 
reports. All have been offered a maximum of four appointments.  
Not all Process Owners have yet offered their staff coaching and 
this will continue into next year. In total, 17 different senior 
managers now have a coach and a total of 39 leadership 
coaching sessions have taken place so far.

Looking ahead to the coming year Leadership and Management 
Development will continue to be one of our key development 
themes. We will be refining and further developing our approach 
to ‘talent management’ at the leadership level, as well as more 
broadly across the University.  

“Coaching helped me find my feet 
in a new role quicker than I otherwise 
would have, and certainly helped 
boost my confidence.”
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Objectives for 2010/11
Following extensive consultation and analysis of development 
need, resources (people and budget) will be directed towards 
the following three themes of work next year.

Leadership and Management Development

Academic Staff Development

Cultural Change

. 

Objective Staff Development Theme Link

Deliver the following Leadership and Management 
development programmes
Bristol Leadership Development Programme
Leading Research Teams
Preparing to Manage Research Groups
South West Middle Managers Programme
Bristol First-line Managers Programme (SPR)

Leadership and Management Development

Academic Staff Development

Cultural Change

Implement ‘Delivering Excellent Service’ to staff 
in all SPR Processes

Cultural Change

Help new teams develop effective ways of working Cultural Change

Develop and issue 3rd PWE workforce survey Cultural Change

Promote AUA (Association of University Administrators) 
Professional Behaviours as a corporate development framework

Cultural Change

Develop University of Bristol Academic 
Development Framework 

Academic Staff Development

Deliver Leadership Coaching (SPR) Leadership and Management

Investigate the use of technology in 
performance management 

Leadership and Management
Cultural Change

Implement programme of transferable skills 
workshops for Research Staff

Academic Staff Development

Develop greater engagement of pathway three 
staff in development 

Academic Staff Development

Agree actions from the review of Teaching 
and Learning Programme

Academic Staff Development

Support ‘people’ aspect of change projects 
throughout the University 

Cultural Change



If you need all or part of this document
in an alternative format (e.g. larger
format or audio tape), please
telephone +44 (0) 117 928 7964
fax +44 (0) 117 9259 473
or e–mail beckie.garland@bristol.ac.uk
University of Bristol
Senate House
Tyndall Avenue
Bristol, BS8 1TH

www.bristol.ac.uk/staffdevelopment

Follow us on                     @bristolstaffdev

STAFF DEVELOPMENT
ANNUAL REPORT 2010/11
SUPPORTING CHANGE


