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In the face of great change in the Higher 
Education sector, one truth remains. Our staff 
are our lifeblood – without their creativity, 
endeavour and dedication Brunel University 
London would fall far short of its mission to 
produce world-leading research, and ensure 
students are given a quality education informed 
by that research.

It is therefore of vital importance that staff are 
provided with the opportunity to continuously 
develop in their roles, enhancing their skills, 
progressing their careers, and having their 
achievements recognised and rewarded.

Foreword
Brunel University London’s strategic vision is 
to be a world-class creative community that is 
inspired to work, think and learn together to 
meet the challenges of the future.

This Staff Development Strategy supports the 
University’s vision and is guided by its values. 
Brunel’s mission is to undertake research and 
education that is informed by and addresses 
real world problems. This increasingly requires 
new ways of working, with greater collaboration 
between different groups, the enthusiasm to 
innovate and the ability to be flexible in the face 
of change and new challenges. 

This Strategy sets out our proposals for 
providing staff with opportunities to enhance 
and refine their skills. By fostering a culture of 
excellence within a healthy and safe workplace, 
providing progressive career opportunities 
and by rewarding leadership and outstanding 
accomplishments we aim to recruit and retain 
talented staff who will succeed in their own 
careers and bring benefit to Brunel. 

Implementing the recommendations of the  
staff survey, Brunel Voice, will be integral to  
the strategic direction of travel. The issues  
raised highlight the need for employee 
development, succession planning and 
leadership in order to strengthen staff’s  
ability to deliver on the University’s teaching, 
research and service mandates. 

Brunel, along with all other universities, will 
need to respond to the changing climate in 
higher education, embracing the challenges of 
the teaching excellence framework, heightened 
student expectation and a more competitive 
environment. Therefore, the Staff Development 
Strategy will evolve and embrace new priorities 
as they arrive and respond to the University’s 
developing ambitions. 

By working together with a commitment to 
continuous improvement within a professional 
and ethical culture, we can enrich the aspirations 
of all our staff and inspire our students. 

Introduction
Professor Julia Buckingham
Vice-Chancellor and President

Professor Lorraine De Souza
Pro Vice Chancellor (Equality, Diversity and Staff Development)
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This new strategy is a sign of Brunel’s ongoing 
commitment to its staff. We will recognise their 
aspirations and help them realise their potential. 
But more than this, we will ensure they are fully 
prepared to meet the challenges of a changing 
sector. I would like to thank Professor Lorraine 
De Souza, our Pro-Vice-Chancellor (Equality, 
Diversity and Staff Development), and the many 
members of the University who contributed to 
the development of this strategy. I look forward 
to working with you all.

Professor Julia Buckingham
Vice-Chancellor and President



At Brunel University London we believe 
that our staff are our greatest asset and we 
recognise that all staff, whatever their role, 
are fundamental to our success and growth. 

This staff development strategy aims to  
cultivate and celebrate a community of staff 
committed to excellence and to upholding the 
values of the University.  Our vision is to  
advance a forward facing learning culture  
of continuous development and improvement 
that benefits individuals, their colleagues,  
our students and the University.

Our staff development vision
The University sector has experienced rapid 
change over the past few years and this trend 
of change is likely to continue as Government, 
employers, students, collaborators, funding 
partners and other stakeholders, both 
nationally and internationally, bring new 
challenges to the concept of University and 
what it is for. 

Whilst Brunel will continue to hold fast to the 
advancement of knowledge and understanding 
through our dual core mission of research 
and teaching, our staff need support and 
development to embrace new working  
practices that require them to be resilient, 
capable, innovative and flexible in this rapidly 
changing environment. 

Brunel University London intends to meet this 
challenge by placing an outstanding student 
experience at the heart of our work and 
supporting an academic environment in which 
scholars are able to undertake research that 
has a positive impact on society. We aim to 
create personal and professional development, 
mentorship and support networks for all who 
contribute, either directly or indirectly, to 
teaching, learning and the student experience 

The context for the strategy
as they move through their careers. Together, we 
commit to providing our students with a leading 
edge relevant education that prepares them to 
excel in their future careers. We intend to continue 
to support the development of researchers at 
every stage of their career pathway to maximise 
their contribution to the advancement of 
knowledge and to become leaders in their fields of 
research and creative activity. 

The Brunel Voice staff surveys (2015 and 2016) 
have helped us to identify that staff development 
is valued, but issues were identified concerning 
learning and development opportunities, work-
life balance and wellbeing. Whilst the University 
recognises that it has a responsibility to support 
and encourage staff development and wellbeing 
at work, individuals must also take responsibility 
for their own development and performance 
improvement. 

This strategy requires managers and staff to work 
together to provide the development pathways to 
build the capacity and capability of the workforce 
equipping Brunel to meet the present and future 
challenges of higher education.

This strategy applies to all employees of 
Brunel University London and embraces 
all forms of development activity. It is 
informed by Brunel University’s Strategic 
Plan and supports the University’s Equality 
and Diversity, Education, International and 
Research Strategies.  

Scope
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We aim to support individuals and teams 
through a variety of staff development 
opportunities, within prevailing identified 
organisational need and financial capacity to 
realise their potential and to contribute to the 
University’s continuing success.



There is a shared responsibility for the 
development of staff at Brunel and it is 
recognised that there will be differences in 
various areas of the University. Responsibility 
for staff development is shared between 
individuals, academic leaders, directors of 
support services, operational managers and 
the executive. 

Building on its achievements, the University 
continues to move forwards by enabling 
world-class leading-edge research and by 
ensuring a first class student experience. This 
Staff Development Strategy articulates the 
University’s commitment to fostering a culture 
that enables the pursuit of both and provides 
a means to adapt to the future challenges of 
the Research Excellence Framework (REF), 
the Teaching Excellence Framework (TEF) 
and the advent of new technologies. Our aim 
is to achieve a position where the goals and 
aspirations of individuals align with those of the 
University as a whole.

Our commitment
While it remains the responsibility of individual 
members of staff to keep up to date and 
attend to their own professional development, 
the University commits to promoting best 
practice in staff development. It will provide a 
staff development infrastructure that includes 
dedicated resources for appropriate staff 
development, commensurate with contemporary 
financial capacity. It will support strategic staff 
development through the annual professional 
development review (PDR) where individual 
development needs for career aspiration, 
performance enhancement and progress year 
on year are identified. Through constructive 
dialogue, the PDR process will be enhanced 
to recognise excellent performance, provide 
valuable feedback and establish a clear 
association between individual objectives and 
the University’s key performance indicators 
thereby improving the transparency on how staff 
contribute to Brunel’s success. 

The Staff Development Strategy is founded 
on the tenets of equality of opportunity 
in accordance with the University’s Equal 
Opportunities Policy and the Equality and 
Diversity Strategy and Action Plan 2015-2020. 

The development of individuals should be 
underpinned by the principles of transparency, 
equity and fairness with all staff having access to  
open and honest feedback and to relevant and  
agreed development opportunities. Therefore, all 
staff will have equitable access to development 
opportunities commensurate to their role and  
aligned to their PDR objectives. 

Equality and diversity issues will be reflected in  
the design, content and delivery of each course 
or training activity as appropriate. The University 
will make explicit the need for awareness of 
equality and diversity issues so that the needs of 
all attendees are met. 
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Equality of opportunity



To ensure that we meet our strategic 
objective of providing an enabling culture in 
which all staff feel they can excel, we have 
identified, through a series of workshops 
and discussions with key stakeholders 
three major areas for attention during 
the time span of this Staff Development 
Strategy 2016-2020. They are: Strong 
Foundations, Enhancing Talent and 
Facilitating Excellence.

Full details of the actions we intend to  
take are set out in the Staff Development 
Delivery Plan.

Themes of the Staff 
Development Strategy

Strong Foundations
The strategic goal of this theme is to  
develop a knowledge-rich workforce of 
individuals, working within a framework  
that describes what skills and knowledge  
are needed for different jobs1. Through 
developing strong foundations, staff will  
be able to work flexibly and effectively,  
with sureness in their own abilities and 
confidence in their colleagues’ capabilities. 

The strategic objectives for staff 
development 2016-2020

We aim to ensure that all members of staff know 
what is expected of them and how their work 
contributes to their teams and to the University. 
Staff development activity will enrich individuals’ 
skills and knowledge and build confidence to 
work and perform efficiently and effectively 
enhancing self-esteem and job satisfaction. 
The activities cover a range of competencies 
fundamental to each person’s job and to their 
personal development. Line managers will ensure 
that all staff they are responsible for engage 
in development activity that contributes to the 
University meeting its strategic imperatives 
and, further, that each individual is supported 
to fulfil their probationary requirements, career 
advancement aspirations and individual job 
satisfaction. 

Individuals are expected to be accountable for and 
to take personal ownership of their development 
to enhance their skills, knowledge and collegiality. 
Strong foundations includes keeping up to date 
with internal and external matters, including 
advances in the field of education and research, 
that influence and impact on role and/or work 
activity. Professional development is a vital 
component and includes understanding and 
reflecting good practice, collegiality and ethical 
standards through activity and behaviours that 
endorse the values of the University. 

Our Legal and Public Duty
The University has a legal and public duty to 
meet the requirements of certain statutory 
regulations. Strong Foundations aims to 
demonstrate how these compliance activities 
add value to the University going beyond 
mere legal obligation but seeking to attain 
the highest ethical standards in the way 
we carry out our statutory duties. While 
participation in certain staff development 
activity is mandatory, the strategy will 
encourage engagement to support the 
values of the University.

Extending a Welcome
The University extends a welcome to new 
staff and a welcome back to people who 
have been away from the University for 
period of time. The staff development 
strategy will support individuals through 
a programme of induction or re-induction, 
mentorship, coaching, skills refresh and PDR 
planning. For new academic members of 
staff the Academic Life Cycle programme 
will support them to meet the objectives 
required for achieving a permanent Senior 
Lectureship post within four academic years 
(or pro rata if part time).

Career Advancement and Planning
Building Strong Foundations for career 
advancement and promotion includes a range of 
staff development opportunities that individuals 
can plan with their line manager in the PDR process. 
To support career aspirations the university will 
provide promotions workshops, including women’s 
promotion workshops, staff development for 
promotions panels and development opportunities 
aligned to promotion criteria. 

Job Satisfaction
This Staff Development Strategy will ensure that 
our staff have meaningful and satisfying work that 
is recognised as valuable in contributing to the 
University’s aspirations and in making a positive 
difference to students and colleagues.  We will 
provide support to those wishing to develop their 
talents by engaging with new challenges in their 
current or alternative role to achieve continuing 
job satisfaction. 

Maintaining strong foundations is an ongoing 
theme of the staff development strategy. 
Individuals at all stages of the career ladder are 
expected to keep up to date with knowledge, skills 
and innovations pertinent to their work and role 
by engaging with and taking responsibility for 
continuing personal and professional development. 

S
T

A
F

F
 D

E
V

E
L

O
P

M
E

N
T

 S
T

R
A

T
E

G
Y

 2
0

16
 - 2

0
2

0

1E.g. Leadership, AUA, IIP to be determined
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Enhancing Talent
The strategic goal of this theme is to boost 
individual and collective performance and to 
build for the future. 

Enhancing talent aims to develop individuals 
in their roles and prepare them for career 
advancement and/or new roles. Staff 
development support will enable individuals and 
their managers to identify and build on excellent 
contribution and to consider, more strategically, 
aspirations and ambitions for career pathways 
going forwards. Enhancing talent programmes 
will identify development needs using the PDR 
process as a foundation and linking talent 
development areas to issues identified in the 
University Strategic Plan. 

Developing Leaders
Staff development opportunities will provide 
pathways of step change to maximise talent 
and develop leadership skills and acumen. 
Enhancing talent is essential to the University in 
facilitating and supporting succession planning 
and in developing emerging leaders, especially 
those new to such roles. Through a range of 

development programmes, we will ensure that 
emerging leaders have the opportunity to 
acquire the behaviours, skills, knowledge and 
attributes they will need in order  
to become effective leaders. 

Enhancing talent aims to build on strong 
foundations and motivate staff to develop skills 
of successful cooperative and collaborative 
working, taking the initiative, exercising 
judgement, making appropriate decisions and 
taking responsibility. Staff development aims to 
build ability to lead, to manage organisational 
change and to turn plans into action.

Supportive Culture
Through the provision of personal and 
professional development within a supportive 
culture the University seeks to encourage 
talented staff, providing them with the reflective 
insight to lead change in a positive manner. In 
turn, they will be expected to develop a positive 
workplace culture, reflecting the values of the 
University, where all colleagues understand their 
roles and can contribute to the strategic delivery 
of the University’s aspirations. 

Facilitating Excellence
This theme is aimed at developing strategic 
leaders and innovative thinkers towards 
executive level in the University. The strategic 
goal is to ensure that the University has a team 
of leaders, trusted by the University community, 
who are skilled and able to deliver the University 
Strategic Plan through excellence in leadership 
and by working with staff. 

The University expects its leaders to have the 
skills and competencies to demonstrate the 
University’s values through their leadership 
practices and their communication with staff 
and colleagues. Development of managers will 
ensure excellent people skills, highly developed 
leadership acumen, exemplary communication 
ability (including listening) and high quality skills 
in negotiating change. 

Executive Role Development
Staff development for executive roles is likely  
to be tailored to individuals. Executive 
development will include coaching, specific 
courses and interaction with peers. The 
University aims to develop the executive to be 
balanced leaders; visible, resilient, emotionally 
intelligent, decisive, intellectual, behavioural 
role models, meaningful and motivational 
communicators and strategic innovators. 

Leadership Aptitude
Staff development will support those taking on 
leadership roles to gain a deep understanding 
of the complexity, diversity and interactions 
of our dual mission of research and teaching. 
Individuals will be facilitated to develop abilities 
to adapt personal approaches and style 
accordingly to cultivate and maintain good 
working relationships with colleagues across the 
University and with the University’s significant 
external stakeholders. Facilitating excellence 
develops leaders able and confident to uphold 
and advocate the University’s values and to  
lead by example. 

Facilitating Excellence aims to develop high level 
leaders who can foster a culture of continuous 
improvement, ensure our staff feel they are 
contributing to the future of the University and  
create an organisational culture that is 
innovative, open and trusted. 

This Staff Development Strategy will build on 
the University’s achievements and support our 
community to realise individual and collective 
potential in the future. Over the next five 
years, we can expect to meet challenges of an 
increasingly varied student population, resource 
constraints, the enhanced role of technology in 
teaching and learning, the growing requirements 
for research that crosses conventional subject 
boundaries and increasing competition 
from other higher education institutions. 
Brunel University London, through this Staff 
Development Strategy, is explicit in its intention 
to ensure that our talented staff are ready to 
meet these challenges, and others that we 
cannot as yet anticipate. The Staff Development 
Strategy is one of the major cornerstones 
reflecting our University’s Vision “to be a world-
class creative community that is inspired to 
work, think and learn together to meet the 
challenges of the future”. 



Brunel University London, 
Uxbridge,
UB8 3PH, 
United Kingdom
T +44(0)1895 274000 
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