

[image: image3.emf]Total 

Reward

Quality of Work

- Challenge & interest

- Autonomy

Future Growth

- Career opportunity

- Learning & development

Inspiration / Values

- Values & behaviours

- Leadership

Enabling Environment

- Physical environment

- Tools and processes

Tangible Rewards

- Competitive pay

- Good benefits

Work/Life Balance

- Supportive environment 

- Flexibility


PEOPLE STRATEGY

2006-2011

23 November 2006
Valerie Walshe

Director of Personnel

Introduction 

This document sets out the draft People Strategy for the University to 2011. It has been written to complement and support the successful implementation of the University Strategic Plan 2006 to 2011. 

The University employs c2450 staff in 7 major functional groups – academic, research, teaching, professional management, clerical/administrative, technical and manual.  This strategy is intended to address the needs and circumstances of all staff, across all functional groups and locations.
Our excellent reputation for research and teaching depends on our academic leaders while the success of the institution relies on the contribution of its entire staff.

Responsibility for people management rests with line managers at all levels of the University.  The role of the HR function is to enable and support effective people management and lead as appropriate on development of strategy.
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Background

Key Data

Key data on the University staff profile, providing an analysis of occupation group, contract type, age profile, turnover and diversity indicators, is at Appendix 2. 
Trends

In the period 2001-2006 as the University grew in size and strength, staff numbers rose by 23%, with a 42% growth in research staff.  For the planning period we anticipate little further growth in staff, except in those areas that attract external funding.  The RAE market will cool and tail off in early 2007. This will present an issue of how to maintain energy and innovation in a period of low staff turnover.   
The age profile of our academic staff is smoothing out, as we actively recruit new talent however we face the loss of some key senior staff over this period. New age legislation may have a significant effect on our age profile and succession planning. The professoriat, once a small and elite group, now represents one third of the academic group and represents a new career threshold.  This will require a fresh approach to their career management. 

It is too early to say what effect the development of local grade structures across the sector (post pay modernisation) may have on the competition for talent.  We will keep this under review.  
Recent Achievements  

In August 2006 the reward framework was transformed with the implementation of
· A single job evaluation scheme (the sector-specific scheme HERA) across all staff groups underpinning pay, promotion and reward

· Harmonisation of major benefits across all staff groups

· Modernisation of working practices and of benefits

· Simplification and rationalisation of pay structures through the introduction of a single pay spine and 9 grade structure (replacing 74 grades)

· Performance-related progression opportunities for all staff groups

· Transparent and equitable career pathways for all staff.
These achievements in combination with other elements of the strategy provide a platform for driving changes across the institution in culture and behaviours.  

The Challenges 

In creating the People Strategy an attempt has been made to identify and to address the key People challenges faced by the University:   

Job Market - The Higher Education job market is changing. The market for talent is increasingly competitive and global as high quality individuals continue to switch universities and, where necessary countries, to further their careers. Society’s expectations of universities have also changed with a strong emphasis on contribution to a knowledge based society. These factors make the challenges of recruiting, engaging and retaining the highest quality professionals even more difficult. To be successful the strategies that are developed to address these issues must be both pro-active and creative. 
Most importantly they must reflect the wider societal and sector context within which the University operates. The views and needs of external stakeholders, such as research councils, must be considered and supported.               

Employment Legislation - Legislation has changed significantly and relentlessly over several years and this pace is unlikely to slow in the near future. For example, there has been new legislation in the area of equality with the Age Discrimination Act 2006, new obligations to consult with employees through the Information and Consultation of Employees Regulations 2005, changes to the way grievances are dealt with through the new Statutory Dispute Resolution Procedures and changes to the way staff on fixed term contracts are managed through the Fixed Term Workers Regulations 2002. The implications for the University are significant not only in the need to keep managers abreast of these changes but also because they render many of the current polices that are engrained within the Statues and Ordinances obsolete.     

Staff Expectations – in addition to legislative changes, employee expectations across the UK and the HE sector are rapidly changing. Staff no longer expect to commit to a particular job or even a career for life. Staff are also increasingly interested and motivated by their work life balance; a 2003 study conducted by the Work Foundation found that 73% of staff working full time wanted more time to spend with family and to pursue leisure interests. Lancaster’s Staff Charter sets out expectations on both sides (Staff and University) of the employment relationship, thus providing a helpful roadmap for this strategy.    

Higher Education Sector - A fundamental shift from national to local negotiation on key reward issues was a marker of successful implementation of the National Framework Agreement.  The University now has locally agreed grade structures (based on a nationally negotiated pay spine) and terms and condition of service.  These agreements will need to be reviewed, refreshed or amended on a regular basis.  This freedom will enable us to develop progressively a framework that reflects the goals, values and strategic direction of the University. At the same time, it carries a significant resourcing implication. 
The future of national pay bargaining is itself uncertain, following a protracted and particularly acrimonious pay settlement process in 2006.  The 3 year pay settlement period provides time in which to plan for the possibility of cessation of national pay bargaining and the implications of that change. The best solution for an institution of Lancaster’s size lies in joining forces with a group of like minded institutions to develop an agenda, share information and skills and spread risk. The larger the consortium provided there is sufficient commonality of view, the less exposure for individual members and the greater the potential to minimise leap-frogging pay claims and transactional costs. UCEA could develop a valuable role as a provider of research and pay trends to inform local negotiations. 

In this scenario, managing expectations and relations will carry a higher risk than now of local disputes and disruptive action affecting reputation, business continuity and relations with staff. Managing employee relations would therefore acquire a much higher profile and demand a greater investment of time.  
Changes in the sector’s pension arrangements are possible. The cost of providing pensions is increasing and the burden of providing current pension benefit may simply become too high for the sector to bear. 
The University’s Financial Strategy – The University is and will continue to operate in a challenging financial environment as more and more demands are made on limited resources. The key financial objective of containing payroll costs to 60% of overall spend and future restructure plans will present particular challenges for the people strategy.   
The University’s Aspirations - The aspirations defined in the University Strategic Plan 2006 – 2011 recognises some of the challenges described above and defines further organisational aspirations for the management and development of staff.  These include:

· Attracting and retaining high quality research and teaching staff from across the globe 

· Raising performance standards to a consistent level especially in research and teaching  

· Improving the work/life balance of staff 

· Providing a safe, healthy and supportive working environment 

· Continuing to strive to treat all staff equally 

· Focusing on improving internal communications 

Furthermore the Beliefs and Values incorporated within the Strategic Plan provide a vision of the University’s culture. The People Strategy must seek to support the development of this culture with its emphasis on; equality of opportunity, high standards of scholarship, academic freedom, pursuit of excellence and innovation, turning ideas into action and mutual respect for each other and those we serve. The issues of the pursuit of excellence and innovation are seen to be particular challenges.
The Business Process Review Programme will present challenges to the People Strategy in terms of the redesign of people processes and structures. The proposed development of a Medical School at Lancaster will bring significant people challenges in terms of infrastructure to support the school, staffing and reward.
HR Function Resource and Capability – The timing of the implementation of some key programmes is later than is prudent to meet many of the challenges described above. However, timings reflect the resources of the function particularly at a senior level.

Strategy Development and Ongoing Consultation
It is recognised that to ensure the ongoing effectiveness of this 5 year Strategy that periodic reviews will need to held. Stakeholders including UMAG, Heads of Department, Trade Unions and other interested parties will be consulted and involved as each major element of the Strategy is implemented. 

People Strategy – Summary

In order to fully address these challenges the People Strategy 2006 – 2011 will focus on five key areas:

1. Development of a fully integrated Talent Management programme that provides effective policies, processes, systems and tools for the recruitment, induction, retention, development, performance review, performance frameworks, career development and well-being of all staff. 
2. Further development of improved, integrated and modern reward strategy through Total Reward policies and programmes relating to pay modernisation, recognition framework, flexible benefits and work life balance that effectively supports the attraction, engagement and retention of staff and that enable success to be acknowledged and cultivated.    

3. Ensure that access to relevant and progressive Professional and Leadership Development programmes, tools and processes is readily available to all staff for management development, continuous professional development, skills training, equality and diversity awareness and to support culture change as well as professional, personal and career development. 

4. Continuously improve Employee Relations through the further development of sound HR policies to ensure that they are both compliant with legislation and that they effectively support the culture and strategy of the University and the development of modern and effective union and employee consultation practices.    

5. Further develop the HR Function with the appropriate structure, capabilities, skills and resources to support the successful implementation of the People Strategy. 

1.
TALENT MANAGEMENT
This section covers recruitment and retention, development processes, performance review, performance frameworks, succession planning, career development and well-being.

AIM:  To attract, retain, develop, support and motivate staff from a diverse background (a) with excellent proven or potential ability in their professional area (b) with the ability to develop and adapt to change (c) whose behaviours support the values of the University

Our ability to recruit and to retain depends heavily on our reputation. We have real strength in this area of our strategy but we cannot afford to be complacent.  In common with the sector, we continue to experience difficulties in recruiting to certain posts but our non-appointment rate is better than the sector benchmark (9% vs. 15%). Shortage areas, broadly unchanged from the previous year, occur in some academic disciplines (computing, management, accountancy, law and statistics) and in certain professional management areas (IT, HR and Finance). Chair appointments have been noticeably harder to fill in the run-up to RAE 2008, requiring more flexible approaches including headhunting and improved remuneration packages. Retention (overall turnover) benchmarked against the sector, is either equal to or better than our competitors. 

In terms of motivation and development, our staff survey results provide a very positive message: staff experience high levels of job satisfaction, autonomy, a strong sense of commitment to Lancaster (68%) and are positive about development.  All these indicators score in excess of the benchmark data. A recent exercise on brand and reputation also identified the importance to staff of the sense of community and pride in the University’s reputation. 

While these metrics are positive, areas of concern remain particularly with respect to management of staff performance and succession planning. The lack of an institution wide Talent Management programme that is fully integrated limits managers’ ability to manage staff performance from induction onwards or to effectively plan individual and departmental development or resource needs. We do have a comprehensive suite of policies governing the many facets of performance management such as probation, appraisal, absence, capability.  These tend to be viewed in isolation one from the other, rather than as a coherent set and, although the policies are informed by best practice, the links between these and organisational performance and objectives are not sufficiently explicit.  Implementation has been an area of weakness.   For example, despite a number of attempts to boost activity, staff appraisal participation has remained very low (35% according to the 2005 Staff Survey).  Some of our managers feel we have too many separate processes and systems and others are unaware of established policies and systems. 

Key Actions (See Appendix 1 for detail)
· Recruitment – To improve the presentation of the Lancaster offer and our recruitment processes to attract high quality talent 
· Talent Management Process – To provide tools and processes to assist line management to effectively manage performance and contribution of staff across all functions of the University. 
Measures

· Recruitment and retention rates remain better than benchmark


(2008)
· Staff commitment levels at least equal to 2005 survey rate


(2008)
· Succession plans in place for all HoD roles and above



(2010)

2.
TOTAL REWARD

This section covers pay modernisation, recognition framework, flexible benefits and well-being.
AIM:  To have a well-articulated, flexible and effective reward and recognition offering that (a) is integrated and promotes high performance working and (b) is implemented consistently across the University.

This is a major plank of our strategy for 2006-2011.  The University has made a considerable investment in pay modernisation and this, in combination with other elements of the strategy, will provide a platform for significant changes in culture and behaviours.  This area of our strategy in particular must align with the University’s objectives and values.  Additionally it must be affordable and sustainable and sufficiently flexible to address a wide range of circumstances – the breadth of labour markets from local to international in which we compete, the pressures created by the globalisation of higher education and the differing needs for incentivisation.  We aim to be competitive in the market and to differentiate pay on grounds of performance.  Further our approach must be equitable and aim for transparency.  These different requirements may at times conflict.

There remains a considerable body of work to develop and link the new pay framework to other people policies and processes. We plan to introduce a professorial pay structure and review spot salaries in the next phase of modernisation.  We must develop and introduce new promotion and performance progression systems consistent with job evaluation. We need to refine our job evaluation profiles into a manageable and useful source of information to support performance management.
We need to be creative not only in how we present our reward package, but also in leveraging the most benefit from it. We have in place several tax efficient schemes but there is considerable potential for expansion in ways that would boost staff benefits and choices and produce savings for the University.  We have completed a short feasibility study and this area looks promising. Progress will depend on identifying resource to implement the project.  

Creating the right environment is a key element in fostering a strong performance culture and, increasingly, staff expect a modern work environment to support work-life balance, well-being and diversity.  Lancaster will build on and extend its existing suite of measures designed to support well-being.  A key asset is our on-site pre-school centre, complemented by a comprehensive parental leave scheme and a range of flexible working options, including term time contracts.  Our sickness absence policy provides a clear and supportive framework for managing sickness absence and is supported by monitoring and management information. We have a limited Occupational Health service that provides pre and during employment screening and advice.

Our annual absence rate of 5 days per FTE is lower than the sector rate and other benchmarks.  Of all absences, stress accounts for the largest number of days absence.  This picture is the same in other employment sectors.  Work-related stress poses a significant risk – it damages individual health, affects departmental performance and relations and it also carries the risk of litigation.  Our provision in this area is under-developed. We will introduce measures to identify and prevent excessive stress, strengthen support mechanisms and improve awareness and practices in stress management.   

Many staff groups, academics in particular, report workload concerns. Two large scale initiatives are under way – one to rationalise teaching and one to improve business processes – which will help to tackle this problem.  Effective and fair workload management is enhanced by transparent systems.  The creation of a 3 faculty structure provides the opportunity to develop a consistent approach to good practice and move towards a standardised model of academic workload. 
In our 2005 Staff Survey, 10% of staff reported an experience of workplace bullying (the figure varies between areas and staff group).  The figure is well below other recent survey findings which range from 15% to 25% but, nevertheless, the University finds this unacceptable. Plans to improve this indicator will support and reinforce stress management measures. 

In order to manage health effectively, we need good quality professional advice and support to help diagnose problems, agree appropriate responses and enable staff to remain in work or return to work as quickly and safely as possible.  Our current Occupational Health contract is no longer adequate for our needs.

The University has signed up to the Two Ticks disability scheme but progress in taking positive action in this area has been hampered by resource constraints.  We intend to use the extended legislation on disability discrimination to implement an action plan to improve our understanding of the needs of, and provide structured support for, disabled staff  

These developments will need investment in 4 areas - training in stress management and to support Dignity at Work, a more comprehensive Occupational Health service and, probably, stress risk assessment.  Resource is available for the first two but has not yet been identified for the remaining two.
Summary - As described, the total reward concept has a number of strands. This model summarises this approach: 

Key Actions (See Appendix 1 for details)
· Reward strategy – To further develop a fair, equitable and innovative reward strategy that will support the attraction and retention of high quality talent  
· Health and Well Being – To develop programmes that actively promote and improve the overall experience of being employed at the University to further support the attraction and retention of high quality talent
· Disabled Staff – To continue to support the careers &  work  experience of disabled staff and potential staff 

· Dignity at Work Programme – To further improve the quality of the Lancaster experience and support retention of high quality talent 
· Pensions – To develop a plan to manage potential issues with the provision of pensions 

Measures

· Sickness absence rates remain below benchmark throughout period of strategy
(2006-2011)
· Introduce a Return on Investment Model linked to Pay Modernisation

(2007)
3.
PROFESSIONAL AND LEADERSHIP DEVELOPMENT

This section covers management development, continuing professional development, skills training, equality and diversity awareness, support of development processes and links to career development.

AIM:  To meet the development needs of our staff so (a) as to continually increase the value of the contribution of our staff to the University’s goals (b) they can meet the current and changing demands of their roles (c) they are supported in developing their potential (d) that the cultural aspirations of the University are effectively supported  

Learning and development provision is distributed between several locations: the staff development group within the HR department caters for general professional and management learning and development; IT training is provided by this group and ISS; the professional development needs of teaching staff are met by the Centre for the Enhancement of Learning and Teaching. The Learning Centre, originally ULF funded and focused on learner-centred basic skills provision, but now fully integrated into the staff development function also offers a broad range of support and training.

Management and leadership development and the management of change are a high priority for the period.  The Strategic Plan 2006 – 2011 describes the University’s aspirations regarding culture and behaviours; the learning and development strategy will support and influence the development of these aspirations.  

We have successfully raised the profile of development, engaging a broad range of managers and leaders in the last year.  One to one coaching has proved particularly effective and we have introduced a coaching programme in collaboration with the Management School in order to promote a coaching culture.   In-house programmes have been redesigned and we draw on external expertise, including the Leadership Foundation. However this area of our strategy is still immature.  The People Strategy depends in great part on managers across the University both understanding and applying good management practice and effective change management.   
The importance of high quality management tools, including best in class administrative systems and state-of-the-art IT facilities, is highlighted in the University Strategic Plan.  This must be matched with skills and knowledge to ensure system capabilities are fully maximised.  The staff development group is working with one faculty to meet the IT skills needs of office staff and introduce a more effective and standardised  model for managing aspects of work. 

One result of introducing job evaluation has been to create a large number of green circled posts and a relatively small of red circles (approx 70).  A 3 year pay protection policy and support for the development of staff affected by red circling is a key commitment for the period.

Our position on equality and diversity is not one of simple compliance; it is a key value within the Strategic Plan.  We will therefore need to build on and keep under review our comprehensive programme of equality and diversity training and awareness raising to ensure that all staff have sufficient awareness of their rights and responsibilities and that decision-makers are fully aware of the legal framework. We will review and adapt our equality and diversity programme and integrate diversity training into development processes and programmes.


Key Actions (See Appendix 1 for details)
· Management and leadership development - to reinvigorate programmes around induction, probation and appraisal which underpin a 'performance' culture and - to facilitate the skills development of line managers through a variety of programmes, resources and one-to-one support

· To 'partner' teams across the University and support them through times of significant change and to champion change management strategies

· Provide the necessary skills to support the University IT strategy

· Provide the necessary tools and skills to support Equality & Diversity programmes

Measures

· 90% of staff to have active development plans




(2010)
· Change programmes to be supported using a range of change management 
           tools and techniques.  Target: 1 in each faculty/division



(2010)

4.
EMPLOYEE RELATIONS

This section covers the further development of sound HR policies to ensure that they are both compliant with legislation and that they effectively support the culture and strategy of the University, and the development of modern and effective union and employee consultation practices. 

AIM: Create an employee relations strategy through the further development of sound and coherent HR policies, communication and consultation tools and processes that ensure that the University is (a) compliant with legislation (b) attracting and retaining high quality talent (c) supports the development of University’s culture as defined by the Beliefs and Values statements

University Statutes relating to employee relations are no longer fit for purpose: they are cumbersome, in some respects at odds with employment legislation, and do not support the drive to enhance performance management and they affect managers’ ability to deal with issues in an effective and timely manner.  With the introduction of a new pay framework, the way that we describe and manage different groups of staff has and will continue to change.
We will seek changes to our Statutes, Ordinances and procedures, after consultation, designed to reflect a modern employment environment and based on good practice.  We will continue to protect academic freedom, which the University holds to be of utmost importance.

At Lancaster, staff expectations of involvement are high. Meaningful involvement and participation by staff enhances the quality of decision-making and is important to our performance culture.  Communications with and involvement of staff have improved, but further work is needed.  Staff surveys and focus groups provide a rich source of feedback that helps to inform policy and practice.  Extensive use of working groups and project groups also helps to shape developments, most recently the University Strategic Plan.  The weekly news bulletin reaches most staff and, at faculty level, a range of new communication methods strengthen the identity of the faculties and foster staff participation.   

Trade Union representatives contribute to Lancaster’s success.  However, standing communication and consultation mechanisms are limited in range and agreements are in need of modernisation.  These no longer reflect needs or the significant changes in joint working accelerated by the implementation of pay modernisation project.  Trade union mergers, changes in membership and new legislation have affected and will continue to affect the relationship between the university and the unions.  These call for changes to consultation and negotiation mechanisms to foster productive collaboration on areas of common interest and constructive dialogue where interests diverge.

Key Actions (See Appendix 1 for details):

· HR Policies – On a rolling basis update HR policies as well as the necessary Statutes and Ordinances to ensure compliance with legislation and drive best practice:      

· Trade Union Agreements – In consultation with the TUs update current arrangements and agreements to reflect legislative changes and shifts in relationships. To develop a contingency  plan in the event of a collapse of national pay bargaining – to join with other like minded Universities to develop a new framework for managing pay bargaining
· Employee Communication and Consultation – Introduce improved general employee communication and consultation processes and tools to ensure compliance with legislation, support the development of the University culture and successful implementation of the Strategic Plan   

Measures

· Modernise and launch key employment policies relating to performance and                   produce management toolkits






(2008)
· 100% of staff will have a structured performance management process, including;        induction, objective setting and performance review in the last 2 years

(2010)
5.
HR FUNCTIONAL EXCELLENCE

This section covers the strategy with regard to the development of the HR Function to deliver the appropriate structure, capabilities, skills and resources to lead and support the successful implementation of the People Strategy. 
AIM: Further development of the HR function to ensure it that is able to (a) lead and support the successful implementation of the People strategy (b) fully supports line managers to deal with people related issues (c) be change agents (d) where necessary and appropriate act as employee advocate.
The HR function will play a key role alongside managers in the successful implementation of the People Strategy.  Demands on staff have grown year on year.  The key changes have been: recognition of the strategic importance of effective people practices and policies; growth in staff numbers; increasingly complex and burdensome regulatory framework; growing organisational complexity with commercial profit centres sitting alongside mainstream units; a transformation in the reward agenda; and a step-change in collective bargaining from central to local level.   The scale of local bargaining is likely to increase further in the period.  This has important implications for the resourcing (capacity and capability) of the function.

Individual casework, a key part of its contribution and central to supporting a performance culture, has increased steadily in volume and complexity. Further growth will follow as a consequence of raising expectations across the board of performance standards and of an increasingly regulated and litigious environment.
The function provides additionally a range of centralised administrative services, principally recruitment and contract administration, and further work is needed to ensure that the balance of departmental and central workload is managed effectively. 
The work is informed by best practice and the legislative framework.  Protecting and enhancing the University’s reputation continues to be a major objective.  An excellent record of disputes and employment tribunals reflects effective risk management and high standards of professional practice.  The complexity of employment legislation is increasingly pushing up the demand for professional legal advice and spend has grown considerably.  The University will re-tender for legal services in 2006.
In terms of quality assurance, HR advisers are professionally qualified and experienced and junior staff are encouraged and supported to develop their professional and personal skills. Limitations on resources within the function provide a unique challenge in terms of delivering this strategy. 
Key Actions (See Appendix 1 for details):
· HR department – To review all aspects of people management across the institution with a particular focus on the role of the HR team in leading and supporting people change programmes
· HRIS - to successfully implement the HRIS strategy
· Management information – to provide timely and meaningful management data to support and improve decision making
· HR Processes –  review and update to ensure processes are effective and efficient  
Measures

· All professional HR staff have the appropriate recognised professional qualification                       or equivalent experience and active CPD plans




(2007)
· Customer service level indicators developed through Service Level Agreements            implemented and adhered to







(2008)
APPENDIX 1

Summary of Actions

	1. TALENT MANAGEMENT


	Recruitment
	1.1 The ‘branding’ of the University through recruitment advertising to be improved 
1.2 The process for recruitment to be reviewed and updated as necessary to ensure the approach is resource efficient and supports the goal of enhancing reputation and improving diversity.  
1.3 Opportunities to support students through employment at the University to be maximised through the implementation of specific plans in this area  


	2007

2007

2008



	Performance Management
	1.4 Develop a management tool kit to cover all aspects of Performance Management 
1.5 Induction programme to be reviewed, updated and re-launched to introduce new members of staff to the culture, strategy, polices and practices of the organisations and equip them with the tools that they need to be successful in the organisation 
1.6 Probation periods, policy and procedures to be reviewed and updated as necessary to ensure an appropriate balance is maintained between the need of academic staff to establish their credentials and managing effective  performance 
1.7 Succession planning process to be introduced on an integrated basis across the University, trial to be completed 2008. 
1.8 Develop an integrated Performance Management System, to  ensure consistency and a best practice approach to performance management is instilled as part of the University culture, include:

· Objective setting - an integrated objective setting process to be introduced 
· Performance review - an integrated review process to be introduced 
· All staff to be trained in use of new system and compliance to be measured on an ongoing and regular basis

· Development planning – an integrated development planning system to be established with the goal that all staff will have a personal development plan that is active, regularly reviewed and addresses career and performance issues 

· Career planning - process to be introduced to enable needs and aspirations of staff to be effectively matched against the organisations needs 
	2007 &

Ongoing

2007

2008

2009
2010
2007

2008

Ongoing
2008
2009


	2. TOTAL REWARD



	Reward Strategy
	2.1 Develop new recruitment, promotion and progression reward policies and systems, that are modern, flexible and encourage diversity as well as being integrated with the new framework to drive a performance culture
2.2 Introduce a new pay framework for professorial staff to attract, retain and engage top talent 

2.3 Develop a set of briefings and training to help managers use the new framework to clarify expectations and manage performance
2.4 Continue to use market pay and fast track salary progression mechanisms where appropriate 
2.5 Plans will be developed to address potential difficulties related to pension provision
2.6 Evaluate the implementation of Flexible Benefits programme


	2007
2007

2007

Ongoing

2009
2007

	Health and Well Being
	2.7 Introduce a stress management policy and action plan including risk assessment 
2.8 Train key groups of staff in basic mediation skills

2.9 Develop a standardised workload allocation scheme for academic staff  in each faculty

2.10 Introduce an extended range of Occupational Health Services within a new OH contract


	2006
2006

2010
2008

	Disabled Staff
	2.11 Improve support for disabled staff in accordance with our Disability Equality Plan

	2007

	Dignity At Work
	2.12 Launch a Dignity at Work project in partnership with trade unions to develop awareness at all levels and support the University’s culture

	2007


	3. PROFESSIONAL AND LEADERSHIP DEVELOPMENT


	Management 

Development
	3.1 Continue with current programmes (ongoing) and extend leadership development programmes to address leadership and management competency development and support the Development Planning process



	Ongoing


	Review of Management Development
	3.2 Conduct an in-depth review of progress and determine priorities 
       and resourcing requirements 
	Ongoing



	PROFESSIONAL AND LEADERSHIP DEVELOPMENT cont…


	Development Processes
	3.3 Develop and provide support and guidance to ensure consistent quality of experience
3.4 Pay modernisation - support staff and managers affected by red-circling through structured use of Development plans 

	2007
2007 & ongoing

	IT Skills
	3.5 Undertake a review of IT training needs, provision and resourcing 
to ensure University has right set of skills and knowledge to 
capitalise on system capabilities 

	2008

	Equality & 

Diversity
	3.6 On an ongoing basis review and update equality programme to incorporate changes in legislation and in good practice and integrate with other development processes, e.g. induction  

	Ongoing


	4. EMPLOYEE RELATIONS


	HR Policies
	4.1 Equality policies including the introduction of an Age Equality policy and updating of Race, Gender and Disability Equality policies. Changes to Statutes to be made to ensure compliance with Discrimination legislation 

4.2 Disciplinary, Grievance, Capability (Medical and Performance) policies to be updated and written and the necessary changes to the Statutes and Ordinances to be implemented
4.3 Revise Redundancy & Redeployment Policy to comply with Consultation legislation. 
4.4 To support organisational development the necessary changes to the Statutes and Ordinances to be implemented
4.5 Revise Sessional and Fixed Term Contracts and policies to reflect organisational needs and compliance with legislation including equal treatment and Working Time Regulations. 


	2007
2007
2007

2007

2007

	Union

Agreements
	4.6 Establish single union consultation committee 

4.7 Review and update through consultation Trade Union agreements (including collective bargaining)



4.8 Develop a contingency  plan in the event of a collapse of national pay bargaining – to join with other like minded Universities to develop a new framework for managing pay bargaining




	2007
2007

2008

	Employee
Consultation
	4.9 Conduct third staff survey, to benchmark progress and develop an action plan going forward. 
4.10 Establish new employee consultation forum, to comply with legislation and provide a new forum for participation.
	2008
2007


	5. HR FUNCTION



	HR Department
	5.1 Utilise the ‘People Management Self Assessment Tool’ developed by the sector to evaluate People policies, practices and processes 

5.2 Evaluate the balance of responsibilities of the central team, the faculties and the departments

5.3 Evaluate the capabilities, skills, structure and resources necessary for the HR team to fulfil its role in delivering the People Strategy





5.4 Update the skills and capabilities of the current HR team to ensure that each member is equipped to provide the appropriate service to the University 


	2007
2007

2007

Ongoing



	HRIS
	5.5 Successfully implement Resource Link (phase 1) , the new HR and payroll IT system, and introduce self service modules where appropriate to further reduce administrative burden 
5.6 Successful implementation of Resource Link (phase 2)

	2007
2008



	Management Information
	5.7 Utilising existing systems, develop a structured system and cascade of management information and KPIs to support decision-making at different levels 

	2007

	HR Processes
	5.8 Review and update HR processes to ensure that they are clearly defined, well communicated and reduce as far as possible, and consistent with risk management and good practice, the administrative burden on managers and staff


	Ongoing


APPENDIX 2

Staff Profile as at 31st July 2006

* Total headcount 2,836, including 454 staff on ‘sessional’ contracts

Occupational Groups
	
	
	Occupational Group

	
	
	Academic
	Other Related
	Research
	A/L/C
	Technical
	CS
	Manual
	Total

	FTE
	
	552
	130
	278
	322
	70
	532
	205
	2088

	Percentage
	
	26.5%
	6.2%
	13.3%
	15.4%
	3.3%
	25.5%
	9.8%
	100%


Equality Data

	
	
	Ethnicity
	
	Contract Type
	
	Gender
	
	Disability

	
	
	B/A/C
	Mixed
	Other Ethnic
	White
	Unknown
	
	Perm
	Temp
	
	Male
	Female
	
	Abled
	Disabled
	Unknown

	FTE
	
	86
	21
	35
	1805
	141
	
	1564
	524
	
	1077
	1011
	
	1891
	88
	109

	Percentage
	
	4.1%
	1.0%
	1.6%
	86.5%
	6.8%
	
	74.9%
	25.1%
	
	51.6%
	48.4%
	
	90.6%
	4.2%
	5.2%


Age Profile

	
	
	Age

	
	
	16-29 Yrs
	30-39Yrs
	40-49Yrs
	50-59Yrs
	Over 60Yrs

	FTE
	
	292
	600
	565
	487
	143

	Percentage
	
	14.1%
	28.8%
	27.1%
	23.3%
	6.8%


Last 12 Months Turnover Rate


	
	Turnover %
	Voluntary Turnover %

	Non Academic
	14.40
	7.15

	Academic
	7.03
	5.32


Diagram showing link between people and organisational strategy





Note: All figures are based on FTE (not headcount) unless specified
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