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Personal and professional development policy
1.
Introduction
The University provides a wide range of  opportunities for staff to undertake personal and professional development (“PPD”) The University aims  to support development activities which

a) lead to the acquisition and development of skills, competences and knowledge that are relevant to  the changing demands of the higher education environment, the individual’s current and future roles within the University, and to statutory requirements;

b) enhance the individual’s capacity to contribute effectively to the  University’s strategic and operational plans and objectives; and

c)
foster individual development and improve personal effectiveness and satisfaction.

Since the University does not have the resources to support all the development activities that are likely to be identified as desirable falling within these categories, development budgets will be prioritised on the basis set out above.

2.
Identifying Development Needs

2.1
The University’s strategic objectives are pursued through:

a) The University’s Human Resources Strategy, adopted in June 2002, which emphasises the essential role of PPD in meeting the challenges faced by the University ;

b) the University’s and Schools’ and Directorates’ strategic, operating and staff development plans. .

2.2
These documents are available to all staff and provide the framework within which personal and professional development needs are considered.

2.3
The development needs of all members of staff will be reviewed at least annually as part of the Personal Development and Review process. Staff are encouraged to produce a personal portfolio of their PPD activities to assist in planning their future needs.

2.4
The Personal Development and Review scheme for the University is available at the HR website at www.brookes.ac.uk/services/hr/pdr

3. Resourcing Personal and Professional Development

3.1 The primary resource to support personal and professional development is the Staff Development Fund. Each School and Directorate prepares an annual staff development plan, covering both individual and collective development needs. These plans include a prioritised analysis of the planned operational developments envisaged by the School/Directorate, the types of staff development measures proposed ,and an estimate of the resources required 

3.2 Draft School/Directorate development plans are discussed with the Directorate of Human Resources, and final plans are approved by SMT and the Employment Committee of the Board of Governors.

3.3 The University has adopted a target of 2% of paybill for resourcing personal and professional development. The value of the time allocated by members of staff to development activities is not  set against this resource target 

3.4 A heavy workload should not generally prevent members of staff from undertaking an appropriate level of personal and professional development Indeed, in a climate of resource constraint where value for money is a major concern of the University, personal development may frequently constitute a key element of a strategy to secure greater productivity and to improve the efficiency of the University’ operations and staff morale.

4.
PPD activities

4.1
The following is a list of the most frequent PPD activities. It is not intended to be exhaustive.  Some courses are mandatory because of the effect of other University policies such as those relating to Health and Safety and Equal Opportunities, or because of statutory requirements).


4.1.1
Induction
It is the responsibility of the Dean of School or Director to ensure that arrangements are made for the induction of new members of staff. The Directorate of Human Resources organises a university-wide introduction day for new staff at least once a term. Induction at the School/Directorate level should include a general introduction to the work of the School or Directorate and the role of the specific post.  Where appropriate it should include a discussion of development needs and opportunities.  An induction pack has been prepared by Human Resources to guide induction training.

4.1.2
Courses, conferences and seminars
Deans of School/Directors may support staff attendance at qualification courses (including distance learning), short courses, conferences and seminars.

A full range of development events is organised within the University by the Oxford Centre for Staff and Learning Development. An annual brochure of OCSLD activities is published and additional publicity material is circulated each term and is also included in ‘Onstream’. Time off is granted for attendance at courses and other development events and, where appropriate, for taking examinations.  Expenses are met in accordance with University policy.

4.1.3
Leave of absence
Deans of School/Directors may approve leave of absence for PPD purposes.

4.1.4
Curriculum development
Staff may be released to undertake teaching, learning and curriculum development projects.

4.1.5
Job enhancement
Opportunities exist or staff to undertake special responsibilities or projects to enhance their experience. Special projects can arise which a member of staff can be asked to undertake individually or as a member of a team, and which can involve partial or complete absence from their normal post. It may be possible for staff to enhance and enlarge the duties of a post, but this should be in an agreed and planned way as this may lead to a redefinition of a post which could involve regrading.

4.1.6
Secondments
A member of staff may be seconded to another part of the University or to an external organisation.  Such arrangements need the approval of the Dean of School/Director in consultation with the Director of Human Resources.

4.1.7
Research
Research seeks to advance knowledge and understanding and is, therefore, developmental by its very nature.  It is an important part of the University’s core mission and the University has a separate research policy that recognises the importance of research, and provides for resources and support. There are elements of that policy which are seen as particularly important in terms of PPD and this policy, including: training in research techniques, pedagogic research, and opportunities for those with a limited background in research to gain experience and to build expertise.

4.1.8
Consultancy and professional practice
Consultancy and professional practice can serve a range of objectives and needs of the University and can be a developmental activity for a member of staff.  Separate policies have been put in place which provide the framework of rules within which such activities take place.

4.1.9
Job rotation
It is possible for staff to gain different experience by exchanging all or part of their role with another member of staff within or outside their School or Directorate, or indeed the University.  Duties can also be rotated between staff on a programmed basis.  Such arrangements require the approval of the staff and Deans of Schools/Directors concerned and of the Director of Human Resources.
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