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FRAMEWORK FOR STAFF DEVELOPMENT: HIGH ACHIEVING STAFF IN A WELL LED UNIVERSITY

1.
Purpose and Principles of the Framework

1.1
The Framework seeks to provide for all staff a route through which individuals will fulfil their potential and achieve consistently high standards of performance, enabling them to make a significant contribution to the University.

1.2
The underpinning principles of the Framework are:-

· Professional development is a continuous process that applies throughout working life.

· Individuals are responsible for managing and undertaking Continuing Professional Development (CPD) activities and for ensuring that learning is applied in their professional practice. 
· Heads of institutes, departments, services and line managers have a role in supporting individuals in identifying and meeting their CPD needs.  
· Objectives should be clearly articulated, reflecting the needs of the University as well as the individual’s goals.

· Professional development should come from a wide range of activities, both formal and informal.

· Development is most effective when it is acknowledged as an integral part of all work activity rather than as an additional and optional activity.

· All members of staff will have equal opportunity to engage in and benefit from CPD activities; participation in staff development will be monitored by the diversity characteristics that are currently recorded - age, gender, disability, race and ethnic origin.
2.
What is Staff Development?

2.1
For the purposes of the Framework, staff development is defined as an ongoing, planned learning and development process that:

· enables individuals to fulfil their potential;

· contributes to professional, work based, and personal development;

· enhances individual and organisational performance;

· promotes continuing confidence and competence in ever-changing circumstances
· supports people in their chosen career path
3.
What does the Framework do?
3.1
The Framework:-

· Sets out the defining values, objectives and intended outcomes of staff continuous professional development at University of Worcester.

· Identifies core professional standards.

· Establishes the University’s expectation that all staff will engage in planning and reviewing their professional development.

· Specifies the expectation for all staff that the University will provide a means and mechanism that allows them to plan their development and thereby achieve a high level of achievement and performance.

· Describes the core capabilities that staff are expected to develop.

· Outlines a framework of professional behaviours

· Provides guidance on how staff might record their personal and professional development.

4.
Values
4.1
The University’s values are set out in its Strategic Plan and taken together these values describe the culture and ethos of the institution to which all staff are expected to subscribe. The Staff Development Framework therefore seeks to promote:-
· Intellectual openness;

· Desire to learn

· Best practice

· Equality of opportunity, inclusion and diversity;

· Working with partners and the community; 

· Social responsibility;

· Continuous professional development and the evaluation of practice.

5.
Standards
5.1
Professional standards are an important component of the framework: they allow individuals to understand what is expected of them and they support the professional development of staff.  At the University of Worcester, all staff are expected to:-

· Make a high quality professional contribution
· Have an appreciation of the culture of the organisation and of the role of colleagues in all parts of the University

· Act with integrity, honesty, fairness and without discrimination

· Be explicit and straightforward in their dealings with colleagues, students and other clients

· Be committed to their own personal and others’ professional development by seeking new knowledge and skills to enhance individual and organisational performance.

5.2
The University’s professional standards are consistent with the standards set out in:-

· The UK Professional Standards Framework for Teaching and Supporting Learning in Higher Education

· The Code of Professional Standards of the Association of University Administrators

The University endorses and embraces these external codes and will ensure that, in its activities, it will provide the means by which individuals can plan their own personal and professional development so that they meet these standards.

5.3
There are of course other standards that will apply to particular individuals or groups of staff, including those associated with membership of a particular professional body.  These will also be used to inform the professional development of individual members of staff.

6.
Capabilities
6.1
The capabilities associated with different roles in the University will differ substantially, and over time this framework will be supported by defined sets of capabilities for different groups of staff.  There is however a set of capabilities required of all individual members of staff.  Staff will map their own development against these capabilities, but always in the context of their own role, and to enable staff to enhance and extend their expertise.

6.2
These generic capabilities can be described as:-

Organisationally Capable: Awareness and understanding of the University’s values, systems, processes and procedures.  This is about understanding how the University works and the way individual contributions fit into this.

Knowledge Capable: Knowledge and understanding of a defined area of expertise and operation – possessing the knowledge and understanding to do a good job, taking into account the values and objectives of the University, and the needs of your own area. This is also about keeping up to date and continuously developing your expertise.  Engagement in continuous professional development is essential for all staff if they are to maintain and extend their knowledge and expertise in a rapidly changing environment.
Action Capable: Possessing the skills and competencies to apply your specific knowledge in your own setting to get the job done, and to a high standard.  This also means ensuring that you continue to have existing skills, and acquire new skills in response to a rapidly changing environment.

7.
Behaviours
7.1.
Through continuous professional development, staff should be able to develop and enhance their professional behaviour.  The following behaviours are not the tasks associated with a particular job – they identify how an individual does the job.  Different jobs may require different behaviours and some are much more important in some jobs than in others.  

7.2
The framework of professional behaviours comprises:-

· Managing self and personal skills
Willing and able to assess and apply own skills, abilities and expertise.  Being aware of own behaviour and how it impacts on others. Taking responsible and  being accountable for their actions.
· Delivering excellence
Providing the best quality service to external and internal clients.  Building genuine and open long-term relationships in order to drive up standards.

· Embracing and initiating change
Adjusting to unfamiliar situations, demands and changing roles.  Seeing change as an opportunity and being receptive to new ideas.

· Using resources
Making effective use of available resources including people, information, networks and budgets.  Being aware of the financial and commercial aspects of the organisation.

· Providing direction
Seeing the work you do in the context of the bigger picture and taking a long-term view.  Communicating vision to inspire and motivate others. Providing effective leadership where required.
· Developing self and others
Showing commitment to own development and supporting and encouraging others to develop their knowledge, skills and behaviours to enable them to reach their full potential for the wider benefit of the organisation.

· Working with people
Working co-operatively and effectively with others in your own and other teams in order to achieve objectives.  Demonstrating a commitment to diversity and applying a wide range of interpersonal skills.  Communicating effectively and sensitively with colleagues and students and other stakeholders. Value and respect others’ opinions.
· Achieving results

Planning and organising workloads to ensure that deadlines and objectives are met within available resources.
7.3
The University will draw on these behaviours to provide a tool for self assessment and reflection, and to inform development activities. Staff will be able to use such a tool to:-
· Identify behaviours which are relevant to their job

· Develop their behaviours, build on existing strengths and improve performance

· Identify their personal and professional development needs

8.
Expectations
8.1
The University expects all staff to engage in professional development activities and to:-

· Reflect on their past performance

· Look to the future to agree targets and objectives

· Consider their personal and professional development needs, 
And
· Plan a programme of continuous professional development to achieve their full potential

· Record achievements (see p7)

8.2
Staff are encouraged to consider and discuss these matters on a regular basis so that professional development becomes an integral part of their approach to work.

8.3
Staff can expect the University to provide opportunities for personal and professional development within resource constraints, and to encourage and help staff to access support, advice and activities which will allow them to flourish, to achieve their potential, and to fulfil any personal and professional development plans that have been agreed through the appraisal process.  This will include access to:-

· A leadership ethos which promotes and supports the principles of continuous personal and professional development

· Appropriate induction activities

· Support during probation

· Mentoring and coaching

· Feedback through the appraisal process

· Guidance on planning their personal and professional development

· Appropriate internal and external training and development activities

· Learning materials, for example through the library and electronic resources

· The means to record their personal and professional development

9.       The Staff Development Cycle
9.1
This can be seen as an 8 stage process which is on-going. 

The cycle comprises:-
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9.2
This cycle will be used to help individuals discuss and plan their continuous professional development. The way the cycle is used will need to take into account the individual’s own circumstances and their career stage.  
10.
Underpinning the Framework
10.1
Each member of staff is responsible for their own personal and professional development.

In support of this, the University has in place a number of processes and procedures which are intended to underpin the framework and to support personal and professional development.  These include:-

· Job descriptions, person specifications and role profiles, which set out the requirements of the job and expectations of performance.

· Appraisal Scheme, which provides the opportunity to review, evaluate and plan

· Reward Schemes, which identify the criteria for reward and career progression

· Staff development and other relevant personnel policies

· Systems to allow staff to record their professional development 

10.2
The University also provides opportunities for professional and personal development through a number of internal agencies:-

· Personnel

· Academic Development and Practice Unit
· The Leadership Development Group

· Your own team

· Service Departments (e.g. Academic Quality Unit, Information and Learning Services, Graduate Research School, etc)

10.3
These agencies are expected to publish and promote their activities so that staff can use this information to plan their development.  The University will ensure that information about these activities is collected and disseminated.

10.4
Staff are also encouraged to take advantage of external opportunities through conferences, participation in subject associations, learned societies and professional networks, and to consider the benefits of accredited training.

11.
Examples of Learning and Development Activities
11.1
When planning for continuous professional development, there is a broad range of formal and informal learning and development activities to consider – apart from formal training programmes.  Examples include the following:-

	Action learning
	Networking groups and buddying

	Benchmarking
	Observing and listening

	Briefings
	Peer review/support

	Coaching
	Planned reading

	Conferences
	Presentations

	Consulting and other projects
	Questioning

	Contributing to discussion and feedback
	Reflective learning

	Delegation
	Research

	Development centres
	Role modelling

	Dialogue and discussion, face to face and webcasts
	Secondments and acting up

	Distance learning
	Shadowing

	E-learning
	Special interest groups

	External Examining
	Supervision

	Job rotation
	Video feedback and 360 degree

	Job swaps
	Workshops

	Learned Societies
	Visits 

	Meetings
	Volunteering 

	Mentoring
	Work experience


12.
Recording Personal and Professional Development
12.1
The University will provide examples of ways staff can record their personal and professional development.  It recognises that there is no single approach that will suit everyone.  Approaches will also vary depending on individual circumstances.
12.2
The University expects all staff to complete the development plan which is part of the appraisal process but will also provide access to:-
· A Personal Development Plan

· A Learning Log

· Pebblepad

· Guidance and training on the skills required to plan for effective continuous professional development.
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