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AIMS & OBJECTIVES

The aim of this project is to investigate how team coaching can be used to bridge the gap between agreeing objectives via a team appraisal process, and the achievement of those objectives.

In line with other UK Universities, Ulster has introduced a new appraisal process, applicable to all staff in the institution.  However, as much of our sector’s work is now conducted in collaborative arrangements, instead of persisting in focusing on individual appraisal processes, we want to develop a team appraisal process to complement and/or provide as an alternative to one to one appraisal.    In addition to the benefits that this should bring to team performance, this also offers a less resource intensive approach for managers than the traditional one to one process. However, our early development work indicates that line managers using team appraisal need additional information and skills to those required in a one to one setting.  Yet we have found there to be little guidance in this area to assist an Institution, Staff Developer or line manager wishing to implement this valuable approach.
In parallel, we continued to build on the outcomes of an earlier successful small development project that allowed us to evaluate what is now a fast growing area of developing line managers as coaches.  We found that as the knowledge and skills of the line managers increased these individuals led the way in deploying their new coaching skills in a team context (rather then the one to one) and reported very positive results e.g. following restructuring a team coaching approach is currently promoting confidence in adapting to new roles and problem solving.  
At this point in time we are recognising the tremendous potential for enhancing team performance in our sector and our aim is to develop this approach further to bridge the gap between agreeing team objectives and achieving them.  Again, we have found little helpful guidance to support an Institution, Staff Developer or line manager in this endeavour.

Therefore, our objectives are:
1. to inform this information deficit in the area of team appraisal through the design and dissemination of tools e.g. templates and written guidance
2. to inform this information deficit in the area of team coaching through the design and dissemination of tools and guidance
3. to build the knowledge, skills and capability of staff developers nationally to support the implementation of these processes
4. to investigate and identify possible models that connect the two processes so that team coaching supports the achievement of team appraisal objectives
5. to trial our tools in an initial pilot, review, enhance them and learn
6. to disseminate our findings internally and to the wider HE community

METHODOLOGY 
	Processes
	Aligned to:



	Gathering information:
· Conduct a more in depth literature search

· Identify existing users of one/both processes within the HE sector and other sectors

· Establish links with others where we discover expertise in the processes we are exploring
	Objectives1, 2 & 3

	· Access learning & development opportunities to build staff developer skills and capability in these areas
	Objective 3

	· Design and produce tools and guidance for line managers wishing to adopt these approaches
	Objectives1 & 2 

	· Apply and review tools and guidance internally, amend as appropriate 
	Objectives1 & 2 

	· Identify models that can connect the two process so that team coaching supports the achievement of team appraisal objectives
	Objective 4

	· Design and produce tools and guidance for HE staff developers that support Institutions implementing one or both approaches
	Objectives 1 & 2

	Dissemination

· Publish project details and progress via relevant e-mail distribution lists and University of Ulster Staff Development web site

· Design and deliver a national workshop to HE Staff Developers on facilitating and supporting the introduction of team appraisal and team coaching into their institutions

· Disseminate findings via appropriate conferences and networks 
	Objective 5


DESCRIPTION OF INTENDED OUTCOMES & OUTPUTS
Outputs

Tools, techniques and processes e.g.:

· team appraisal templates and guidance

· team coaching templates and guidance

· guidance on how to use team coaching to achieve objectives agreed at team appraisals
· training pack for staff developers

· workshop for staff developers

· project web presence

· presentation/workshop at appropriate conference(s)

Outcomes

· Enhanced performance of teams across the HE sector
INTENDED BENEFITS

For the University and HEIs
In our Final Report from our earlier small development project we reported the tremendous benefits from line managers using coaching skills in a one to one basis.  This new project will focus on the benefits for team effectiveness.   By implementing processes that support the utilisation of teams such as team appraisal or team coaching, institutions will see an improvement in organisational performance.  Team appraisal enhances a team’s performance by identifying objectives based on collective input, ownership, and clarity of roles and responsibilities.  Team coaching enables the performance potential of a team to be fulfilled and builds the capacity for self-sustaining development.  By bringing the two together and using team coaching to bridge the gap between the agreed team appraisal objectives and the achievement of those objectives we expect the performance of the team to improve exponentially.
To help other institutions receive similar results this project will produce information and resources (currently lacking) to provide practical support for Institutions wishing to implement either or both processes.

MILESTONES (QUARTERLY)

	Develop the knowledge and skills of the staff developers who will engage in this project
	First quarter and ongoing

	Design and produce templates and guidance for line managers
	Second and third quarter

	Apply and review templates and guidance for line managers
	Third and final quarter

	Design and produce templates and guidance for HE staff developers supporting Institutions implementing one or both approaches
	Third and final quarter

	Report and disseminate findings
	Final quarter and ongoing as opportunities are created internally and/or occur externally (e.g. Staff development conference; SEDA conference; HEA Conference; web presence)


FINANCIAL BREAKDOWN

	Period: one year
	Small Development Project Funding
	Contributions from HEI

	Overheads (office space, facilities, photocopying, admin support, web space etc.)
	
	£3583

	Library Researcher (@10 hours)
	£500
	

	Project Team Time (7 hours per month x 2)
	£5000
	

	Travel Expenses (steering group meetings, networking, courses etc.)
	£2000
	

	Accessing relevant courses, conferences, learning resources
	£4000
	

	Dissemination costs (providing HEI staff developer workshop, production of course materials etc.) Sector conference workshop
	£3500
	

	
	
	

	Total
	15,000
	£3583
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