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Summary  

This report covers the academic year August 1999 to July 2000. The year began with the 
merger of Staff Development with the Personnel Office to form Personnel Services, and the 
gradual organisational and physical integration of the two services continued throughout the 
year.  

The year also saw a steady reduction in the resourcing of the Service. On 1 August 1999 it 
had 2.9 FTE professional staff and 4.0 FTE support staff. By the same date in 2000 it had 1.6 
FTE professional staff and 2.0 FTE support staff. In response to this the Service has 
concentrated on a limited number of key areas, and other areas, although valuable, have had 
to be discontinued. It is therefore pleasing to be able to report good progress on Teaching 
and Learning, Staff Review and Development, Management Development and IT training, 
and the extension of Investors in People into new parts of the University.  

The integration within Personnel Services has provided closer links and better information on 
training needs, but the move as part of Personnel to the fourth floor of Senate House has lost 
us space and flexibility without any compensating advantages. Space continues to be an 
issue, especially since the reordering of Senate House, and even within our reduced 
resources, we regularly have to cancel courses for lack of a room in which to hold them.  

Strategic Activities  

We started the year with the following broad priorities:  

o Developing and extending Staff Review for all staff 
o Rationalising the provision of IT training 
o Improving and extending the provision of training for CRS and research post-

graduates. 
o Extending management development 
o Continuing to encourage the extension of Investors in People across the 

University 
o Encouraging take-up of learning opportunities not related to the job - a 

‘Learning Works’ scheme. 
o Improving the Welcome Day 

Progress has been made in all these areas, although resource issues have obviously had an 
impact. The remainder of this section of the report discusses the above priorities and outlines 
achievements.  

Staff Review and Development  

The introduction of a new form and revised procedures for academic and related staff went 
well. A boycott by the AUT affected some academic areas, but others seem to have carried 
on regardless. The new procedures were successfully piloted in a number of areas in the 
previous year. Although most staff preferred the clearer structure and the emphasis on 
objectives, a minority seems to have found this too restrictive. The feedback has enabled the 
forms to be further improved for 2000/2001 and Staff Development Group has agreed that 
there can be some flexibility in allowing departments to continue to use the old format. This 



approach recognises that it is more important that a meaningful conversation occurs than that 
it is structured round a particular piece of paper.  

Excellent progress was also made in the extension of Staff Review and Development to 
support staff. Technical and Secretarial staff had been included in the departmental pilots, 
and after consultation with the relevant trade unions, it was agreed that the scheme should be 
offered to all support staff except, at this stage, manual and craft categories. From August 
2000, therefore, departments should put in place a scheme to offer Staff Review and 
Development to non-manual support staff. The staff themselves are not required to 
participate, although they will be encouraged to do so. A simplified process, suitable for 
manual staff, will be introduced from August 2001.  

IT Training  

Two issues related to IT training have been causing concern for some time, and a third 
emerged during the year.  

For some years, training on Microsoft products has been dependent on the goodwill of 
Computing Service staff with specific expertise and buying in tutors from ILRT. This training 
ran into difficulties last year due to regular tutors withdrawing their services. A freelance IT 
trainer was identified to deliver training on Microsoft Office. Part of the cost is being funded by 
Staff Development (until January 2001) and the Client Services team from Information 
Services, under the leadership of Cathryn Gallacher, is currently looking into long term 
funding for the training.  

The situation on Microsoft product training serves to illustrate a wider picture of an under-
managed situation on IT training more generally, with several internal providers and little 
overall integration. Attempts to co-ordinate have been delayed by the moves to a single 
Information Services structure: now this is in place we are optimistic that, for instance, Web 
training can be expanded and provided in a more cost efficient and accessible form.  

Another issue on IT training emerged during the year as a result of Staff Development’s 
project on the training of Technical staff. It became clear during this exercise that this group 
was in danger of becoming isolated from IT. In many areas, even where staff used a 
computer for part of their job, they did not necessarily have access to the intranet or the 
opportunity to make use of it. Since a main plank of the University's information policy is 
information transmission through the intranet, this seems to raise important issues.  

Training for CRS and research postgraduates  

Working with the Personnel Office, Staff Development has been involved in developing and 
providing a new one-day course for existing managers of contract research staff. This covers 
the broad range of staff management issues and has been very well received.  

Management Development  

During 1999/2000, Staff Development was able to offer what can best be described as 
coaching for incoming Heads of Department. Most of the new Heads took advantage of the 
offer, and all except one continued very enthusiastically with this service for the maximum 
sessions allowed.  

We were also able to offer a brief induction programme for all new Heads. This took place in 
June and July 2000, and feedback was very positive, with the format (afternoon sessions 
starting with an informal lunch) being widely appreciated.  



First Line Manager's Certificate  

Of the 16 candidates that started the one-year Certificate in Supervisory Management 
(equivalent to an NVQ Level 4 in management) in March 1999, 15 successfully completed the 
course. The course costs the equivalent of £422.80 per person (tutor fees, portering costs 
and catering). One person failed to complete due to long term illness. Evaluation of the 
course is via discussions with a course representative and a six-month evaluation form to 
supervisors and course members (to be carried out this month). Course members complete 
five assignments related to work in their department and a final project with a 15 minute oral 
presentation.  

The First Line Manager's Certificate (revised name for the Certificate in Supervisory 
Management) for 2000-2001 started in March with 13 members. One has left the course and 
the University. No final project is required by this course but we ask for an oral presentation of 
one of the assignments.  

Introduction to Supervision  

This is a one-day course held over five successive weeks with an oral presentation of a final 
project. During 1999-2000, of the 35 members of support staff who started the course, 32 
were successful and 3 did not complete. The course is run 2-3 times a year at a cost of £104 
per person (tutor fees and catering).  

Investors in People  

The Investors in People standard will be incorporated into the Department Review guidelines 
with the help of Philip Richardson from the Teaching Support Unit. The departmental review 
teams now need to be trained in the standards to be able to efficiently assess departments 
against the Investors in People standard.  

The Registrar expressed a wish to see all of support services working towards the award. 
Progress so far:  

• Library and branches recognised as an Investors in People in April 2000 - 26% of 
Library staff were interviewed by the assessor and areas for minor improvements 
were identified in the areas of commitment, planning and management development 
eg making attendance on the supervisory course a condition of appointment and 
encouraging all supervisors who had not already done so to attend the supervisory 
course. 

• Institute for Learning & Research Technology was re-recognised as an Investors in 
People in May 2000. The assessor's report stated that there were no negative 
comments whatsoever from the interviews and no serious areas for development 
could be identified. He went on to outline very minor areas eg being aware of the 
dangers of strain on the Institute of continued success and growth to maintain the 
very supportive style of management that is currently adopted. 

• Residences (9 halls and two houses) and Conference Office - progressing through 
actions plans towards the award under the project leadership of Barry Trahar. 

• Student Services (Careers, Student Health, Student Employment, Student 
Counselling, Accommodation Office) - as above through the project leadership of Jeff 
Goodman. 

• The Hawthorns - as above through the project leadership of Fiona Wilkie. 
• Students' Union - as above through the project leadership of Keith Brackstone. 
• Dental Postgraduate Unit - the first academic department progressing towards the 

award. Final assessment is scheduled for early 2001. 

Many other departments are interested in the award but have not yet taken firm action.  



Learning Works  

An increasing number of progressive employers are committing themselves to the principles 
of lifelong learning. A number of Universities have tried to give this a practical meaning by 
encouraging support staff to pursue learning which is not directly related to their jobs.  

A small working group, including WESTEC and union representatives, met several times 
during the year and developed a scheme in consultation with the Public Programmes Office 
and the use of Individual Learning Accounts, but sadly the University decided not to fund this. 
Work is continuing to see whether a proposal can be formulated for the next financial year.  

Welcome Day  

The current format for Welcome Days has been in place for four years with relatively minor 
changes. All except some categories of manual staff have been invited but it has always been 
difficult to please all of the people all of the time, because of their widely different needs. A 
successful separate "Getting to know your University" event continues to run for 
Housekeeping and manual staff in Halls of Residence and the Hawthorns.  

Other activities  

Technical Staff – Review of Training Needs  

In the Summer of last year the Joint Committee on Technical Staff Training and Staff 
Development established a working group to look at the training needs of technical staff within 
the University. This arose following a Royal Society Report (published in September 1998) as 
an outcome to a study, which looked at the pressures on current technical support staff in the 
University sector in the UK, and changes in the role of the modern technician.  

In Spring this year the University Working Group reported their findings, together with 
their recommendations, to Staff Development Group for consideration. The main 
recommendations are: 

• Given the University's declared strategy of increasing reliance on electronic 
communication, it follows that more training in IT, including use of the Web and email, 
is required. Note: this will be ineffective unless the problem of technicians accessing 
computers (the hardware) is also addressed. 

• Technical staff who are to take on administrative responsibilities need to be given 
appropriate training prior to taking on that role. This may include financial 
management as well as personnel and time management skills. 

• Some laboratory technical staff need training in specialist research and diagnostic 
techniques. A number of technical staff might benefit from the opportunity to further 
their academic qualifications. Note: there is some disparity across departments when 
it comes to providing financial support for technical staff wishing to study beyond 
HNC level or attend external specialist courses. 

• More effort may be needed to convey to managers and to technicians the potential 
benefits of Staff Review and Development for identifying and responding to the career 
development and job training needs of technical staff. 

• Many technicians are in teaching roles and might benefit from training in teaching 
skills. The City of Bristol College provides what appear to be suitable courses, and 
these should be investigated. 

• RA's fulfilling similar roles to technical staff need to be included in training 
programmes aimed at such technical staff. 

 



 

Other issues which arise from our enquiries are:-  

The training which technical staff themselves provide for less experienced technical staff is 
also part of the training provided by the University but is not currently recognised.  

Flexibility and multi-skilling is becoming increasingly important but may not be compatible with 
grading by the current 'Blue Book'.  

A flat career structure for technical staff is effecting morale in many departments. This might 
be ameliorated by encouraging Staff Review and Development to provide an annual forum for 
technical managers to discuss career structure and training.  

These recommendations have implications for Staff Development and the University in terms 
of resources and priorities.  

Trainees  

During 1999-2000, 11 departments took on a National Trainee studying for an NVQ in 
Administration at Level 2 and Key Skills at Levels 1 and 2. We retained four trainees from the 
previous year to become Modern Apprentices studying for an NVQ in Administration at Level 
3 and Key Skills. Three of these have subsequently been employed by the University  

NVQs  

In Autumn 1999, Staff Committee expressed a wish for the provision of NVQs to continue but 
could not provide any further resources. Staff Development continue to work closely with 
Veterinary Nursing to provide NVQs for their Vet Nursing degree course.  

Secretarial Conference  

The second secretarial conference took place in January 2000 and was attended by 126 
secretaries. The theme was around personnel issues. The planning group identified 
limitations in running a half day conference and the next one has been scheduled for July 
2001 over one day with facilitated group sessions.  

Registrar  

The Staff Development course administration software, Registrar, now uses the data from 
PIMs and DOLPHIN. Resources are not yet available to link the software to PIMs and 
DOLPHIN directly for more free flowing information.  

Courses and training provided  

The general programme of courses has continued successfully, in the face of increasing 
difficulties in finding suitable rooms, which has wasted much valuable time.  

Staff Development has produced a termly newsletter and course programme known as 
‘Comma’ for 8 years. This has now been replaced by a 'Course Diary', produced every six 
months, which gives information from all providers of training and development in the 
University. Information on these development opportunities is also available from the Learning 
Opportunities page on the Web. 



  

Resources for Training per staff member  

The University employs 4,830 (3,323 full-time and 1,507 part-time staff). The Staff 
Development budget in 1999-2000 provided funding for training per employee of £13.75 per 
head. This figure does not include the funding for the Teaching and Learning Programme or 
development events offered by LTSS and individual departments. A survey by Personnel 
Today (8 August 2000) identified the average provision for training costs per employee as 
follows:  

(a) Public Sector Organisations £293  

(b) Private organisations > 1000 staff £519  

(c) All organisations £444 

Teaching and Learning in HE Programme  

In cost terms the largest single programme for which Staff Development is responsible is the 
Teaching and Learning Programme, which currently has (139) participants, all of them 
lecturing staff of this university.  

During the year, the programme has continued to develop and improve. A questionnaire by 
Staff Development at the end of 1999 identified a high level of satisfaction with most aspects 
of the programme. Perhaps the greatest single criticism was the need for more subject-
specific content, which will be addressed through Faculty Learning and Teaching Groups due 
to be established as part of the new Learning and Teaching Strategy.  

The Programme has been funded by Staff Development and organised by the Graduate 
School of Education for two years, and this arrangement has worked well. However, the level 
of funding has not changed for four years and GSoE is effectively subsidising the Programme. 
It has said that it can no longer afford to do this, and is withdrawing some management input. 
This will be a considerable loss to the quality of the programme, as this loss of leadership 
from GSoE coincides with reduced input from Staff Development. Even though TSU is 
increasing its involvement, it will be difficult without increased University resource for the 
programme to satisfy the national Institute for Learning and Teaching criteria for programme 
accreditation. That would be a very serious blow for Bristol’s credibility in the area of teaching 
and learning.  

Facilities, staffing and structures  

A case was made and accepted for the conversion of a small room in Senate House into a 
dedicated training area, but this was overtaken by the general reordering of much of the 
building. The position on space therefore remains totally unacceptable, demoralising for the 
support staff and inefficient for the advisers and trainers delivering courses, whose training 
provision revolves more round room availability than client needs. An informal survey of other 
Russell Group universities found no other institution with a Staff Development service so 
badly equipped.  
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