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HUMAN RESOURCES STRATEGY 2007 to 2010
It is through the skill and effort of our staff that we will, as a University, achieve our corporate aims.  Our Human Resources Strategy (HRS) will enable us to attract and recruit staff with the qualities we need.  It also sets out the ways in which we will retain staff through effective rewards, good management, leadership and by establishing a culture and environment that encourages well-being.  Finally, our HRS will enable us to manage our staff group effectively in terms of size and composition.

The aims of our HRS are consistent with our corporate vision and are captured in similar terms: we will seek to be an employer of first choice and the leading University for practising professionals

The central feature of the delivery of our HRS will be the formation of Strategic Partnerships with key stakeholders in order to meet the University’s Strategic aims.  The role of HR within those partnerships will vary by time and circumstance: HR’s role will flex to include leadership, support and advice.

To this end the key strategic priorities of our Human Resources Strategy over the next three years are:

1. To lead a University wide approach to the support, reward, development and management of staff so that consistent levels of high performance are the norm.  

2. To build institutional capacity to achieve successful change in the short and long term providing support for and building the leadership capabilities of managers.

3. To establish and maintain effective relations with staff, individually and collectively and with their recognised trade unions to achieve high levels of employee engagement. 

4. To develop an environment that fosters employee well-being, respect for diversity and difference and in which there is no tolerance of unfair discrimination.


5. To develop a workforce plan, in terms of size, composition and competence, integrated with financial and service planning, that underpins the University’s strategic aims

6. To develop and deliver excellent HR systems, policies, procedures and provide a cost effective structure which actively supports increased levels of devolution of HR responsibilities to Faculties.  


7. To develop a customer focussed role for Human Resources staff who become recognised and respected for the value they add to the work of  Faculty and Directorate teams and the “support through partnership” they provide to managers.

In essence, the aim of Human Resources Strategy is to deliver a culture and working environment which values:

· High performance

· Fairness of treatment

· Respect for difference and diversity

· Excellence in leadership, management and supervision

· Innovation, creativity and adaptability in changing circumstances

· Team working

· Effective and meaningful employee engagement and involvement

· Responsiveness to the diverse needs of our students and customers and clients, internal and external, in ways that are appropriate and professional

· Organisational learning and development through the giving and receiving of constructive feedback

This short document sets out the key strategic priority areas.  We will deliver this Strategy through a three year rolling operational plan that will also provide further explanation of these priorities. 

HUMAN RESOURCES STRATEGIC PRIORITIES OPERATIONAL PLAN

2007 TO 2010

The development of the Operational Plan for the period 2007-2010 needs to reflect new activity designed specifically to implement aspects of the HRS and existing operational commitments.  Similarly, it must reflect the opportunity created by the appointment of a new Human Resources Director to consider the resources available to Human Resources and their disposition.  For these reasons year one of the operational plan has been constructed to:

· acknowledge the likely significant demands in the delivery of aspects of the change agenda during 2007/08

· place an emphasis on the establishment of enabling aspects of the HRS that will support implementation of other key aspects in subsequent years.

Consistent with the “rolling” design of the operational plan the year 2007/08 is specified in more detail and at this stage 2008/09 and 2009/10 remain at broad objective level.

Key Performance Indicators (KPI) have been included.

STRATEGIC PRIORITY: To lead a University wide approach to the support, reward, development and management of staff so that consistent levels of high performance are the norm.

Overview: If we are to compete effectively every member of staff must be managed and supported in a way that delivers high personal performance.  We must be clear about the professional expectations we have of staff and communicate those expectations effectively.  In addition a high performance culture will exhibit systems of reward that are fair, equitable and subject to regular review, giving recognition to sustained levels of contribution that exceed the norm. Working within organisational structures that support active career planning, staff will receive guidance and support from managers and supervisors.  With a focus on the individual learner as central, staff will receive continuing career long development and training that is responsive in form and flexibility to the needs of the user and service provision.  

Where, over time, staff are unable to meet expectations, in terms of performance and contribution, they will receive support, guidance and training to enable them to return to expected standards of performance.  

Objectives:  Over the next three years objectives are:

· The further development and revision of PDR and PDP processes for all staff supported by management development and training to embed the use of these tools as key drivers in performance management, and the development of a high performance culture (2007/08).

KPI: For 2007/08 revised PDR/PDP arrangements will have been established for all staff groups and necessary management training will have been undertaken.  In subsequent years, this will be revised to all staff have undertaken PDR/PDP discussions in the previous year and there is evidence of consistently high standards of operation.

· The development of guidance materials and support from HR in formal training and coaching to improve the management of performance and the ability and confidence of managers to address issues of under performance. (2007/08).

· The development of a reward strategy for all staff that ensures fairness and equality, is responsive to market changes, supports the attraction and retention of staff, encourages sustained levels of high performance and contribution. 
(2007/08 initial changes to arrangements for Directorate, implement all aspects of the Framework Agreement; roll out changes to all senior staff 2008/09; develop move to broader based benefits 2009/10)

KPI: This will be established during 2007/08 in terms of staff participation and achievement rates in the Contribution Zone Scheme.  KPI will be established to reflect benchmark data from the first year of operation. 

· The development of schemes for progression between grades and career maps, which allow for recognition of achievement and individual contribution, support the attraction and retention of staff, provide for CPD and facilitate effective succession planning (initiate 2007/08, complete 2008/09).

· The establishment of systems and processes which facilitate the capacity of the University to learn and develop from issues which are raised via the use of formal procedures including grievances, discipline and bullying and harassment (2007/08).

STRATEGIC PRIORITY: To build institutional capacity to achieve successful change in the short and long term providing support for and building the leadership capabilities of managers.

Overview: It is self evident that the success of our “Change Agenda” is vital to our long term success.  To this end, effective management of change is a central and critical competence in all managerial and supervisory roles. HR will play a central role in leading effective organisational development.  This will be evident in the way the function is structured and through:

· The provision of effective and timely information and development activity for managers and other staff groups.

· The design and operation of policies that, as far as practicable, protect staff in post, minimise uncertainty, and maximise opportunity for redeployment and retraining.
The design of roles and structures that support and enhance career development and staff retention

· Actively seeking to avoid redundancy, but where redundancy is necessary ensuring that it is handled through a lawful, fair, sensitive and equitable process.

Objectives: Over the next three years objectives are:

· The establishment and implementation of processes, policies and procedures that support and facilitate organisational change and minimise the negative impact of change on individuals (2007/08).

· Further development of the Organisational Development (OD) support provided to managers (2007/08). 


· Establish a pilot project in the use of Development Centres for Senior Management posts.  (2007/08)

· Identification of staff development needs to deliver the various aspects of the Change Agenda and the development of a programme of staff and managerial support to meet the identified priorities (initiate 2007/08, refine 2008/09).

· The engagement of trade unions and employees in a “modernisation” agenda to address changing business needs which will include the development and implementation of a University wide workload model (initiate 2007/08, pilots, by 2009/10).

· Further development of CPD frameworks for all staff linked to accreditation (initiate 2007/08, develop 2008/09).

KPI:  Two will be established:  Positive outcome to the evaluation of the Leadership, involvement and change management dimension of the HR self assessment process and Continuous improvement of agreed elements of the three yearly Staff Engagement Survey

STRATEGIC PRIORITY: To establish and maintain effective relations with staff, individually and collectively and with their recognised trade unions to achieve high levels of employee engagement.
Staff engagement is likely to be enhanced in circumstances where they are recognised as important stakeholders and are informed of and consulted about matters that affect them at work.  This is true at the individual and collective level, but also understands and addresses the diverse backgrounds and experiences of staff.  Our success will be evident through effective two way communication with staff that is accessible relevant and timely. Additionally there needs to be strong meaningful engagement with our recognised trade unions, supported by effective arrangements, agreements and behaviours.

Objectives: Over the next three years the objectives are:

· The development of a communications strategy which will provide for effective communication with staff and other stakeholders,  alongside meaningful communication, consultation and negotiation with our recognised trade unions (2007/08).  

· The development of increased partnership working with our recognised trade unions (2007/08).


· The development of clear and co-ordinated strategies and structures for employee consultation, involvement, and engagement utilising three yearly staff surveys to test staff perceptions, involvement in and understanding of the Change Agenda (establish “PULSE” survey approach 2007/08, initiate remaining agenda 2008/09).

· The development of revised formal staff consultation arrangements which support the emerging staffing models at both faculty and central levels (2008/09).

KPI:  Positive outcome to the evaluation of the leadership, involvement and change management dimension of the HR self assessment process

STRATEGIC PRIORITY: To develop an environment that will foster employee well-being, respect for diversity and difference and in which there is no tolerance of unfair discrimination.
Overview: An environment, physical and social, and the culture and climate of the organisation have an important impact on the well-being of staff.  Success in our approach to equality of opportunity and respect for diversity will be central to the creation of the environment we seek.  That environment will be characterised by, amongst other things:

· A workplace in which employees are supported, through the provision of advice, guidance and development activity, to take increased interest and responsibility for their own health and well-being 


· Clear, consistent, timely and appropriate arrangements for communication to all staff groups that encourages their active engagement in the discussion of matters that will have an effect on them.

· Flexible approaches to work that provide an effective balance for staff throughout their careers between the demands of work and life outside work.

· Staff behaviour towards colleagues, students and visitors that shows tolerance and respect for difference alongside a refusal to tolerate harassment, bullying or unfair discrimination.


· Effective and timely processes for the resolution of cases, such as grievance and harassment, including advice and guidance and the exploration of alternative forms of resolution including mediation.

· The establishment of positive action programmes and development activities to remove inequalities of opportunity and treatment.

· A physical environment that is fit for purpose, safe and shows respect for our diverse population of staff and students through, amongst other things active implementation of the Disability Discrimination Act...

Objectives: Over the next three years objectives are:

· The development of a package of flexible approaches to work that meet the emerging service needs of the University, deliver work life balance for individuals and underpin career development (2007/08).


· The continuation of the work already in progress to implement the Race Equality Action Plan, Disability Action Plan and Gender Equality schemes to support the development of an environment in which difference is respected and valued and in which harassment; bullying or unfair discrimination is not tolerated (implement against individual action plans 2007/08 onwards).


· A review of the current arrangements for the conduct and management of employment casework (including the consideration of alternative forms of resolution) and the advice, support and guidance available to those involved.  (initiate 2007/09, implement 2008/09)

· The establishment of an in-house Occupational Health Service and the development of services for staff which support and promote well-being, including associated health services and health promotion that contribute to a reduction in sickness absence (2009/10 consistent with Estates Strategy).
· The creation of appropriate means of gaining feedback including equality impact assessment on the effectiveness of all policy, provision and staff engagement (initiate 2007/08, but with rolling programme to 2009/10).

STRATEGIC PRIORITY: To develop a workforce plan, in terms of size, composition and competence, integrated with financial and service planning, that underpins the University’s strategic aims
Overview: The provision of a sustainable staffing basis with the range of competencies necessary to meet our strategic ambitions must be a key priority in our HR Strategy.  Sustainability will be achieved by ensuring both that the staff base is consistent with the devolved budget model and has a composition and profile consistent with our future needs and approach to diversity and equal opportunities.  Central to the achievement of this priority is the requirement, at all levels of the University, to integrate workforce planning with the financial, strategic and operational planning processes.

To make an effective contribution Human Resources must ensure that:

· they are able to offer advice and support to managers in the development of their workforce plans, 


· provide staffing data that is robust, reliable, accurate and consistent with other data used in the  planning process


· Establish a structure and ethos that enables them to act as accepted and respected strategic partners with faculties and other operating units.

Objectives: Over the next three years objectives are:

· To facilitate the development of Faculty/Central Units HR plans which underpin the achievement of strategic plans, this will include the use of appropriate templates for analysis and planning (and through the use of the IiP template enable whole institution IiP assessment in 2009) 
(initiate 2007/08 embed through planning cycles 2008/09, 2009/10).


· The development, in collaboration with the Finance Division, Planning and Management information and Faculties, of appropriate data sets for planning purposes that are consistent, reliable and fit for purpose with HR recognised as the definitive source for staffing data. (development 2007/08 for use in 2008/09 planning round)


· The establishment in collaboration with the Finance Division and operational managers of appropriate arrangements for the control and approval of staffing expenditure in a manner that is consistent with the devolution of appropriate HR responsibilities to Faculties and other operating units.  (2007/08)

STRATEGIC PRIORITY: To develop and deliver excellent HR systems, policies, procedures and provide a cost effective structure which actively supports increased levels of devolution of HR responsibilities to Faculties.  
Overview: The University as a whole will face increasing demands to conduct itself in a way that is sustainable, both financially and environmentally.  HR, too, must show leadership in these areas.  Similarly we must recognise the need to develop appropriate and balanced arrangements to support the devolution of responsibility in HR activities to faculties and other operational units.  We will be recognised for the ways in which we balance:

· The balanced use of technology with personal interaction to achieve high levels of service, efficiency and customer satisfaction, with HR staff taking advantage of the opportunity presented by the provision of services and advice to present a positive image of HR.

· The delivery of everyday operational services with active engagement in the process of strategic planning so that staffing, development and equalities aspects of operational plans are fully understood and implemented effectively, efficiently and in line with devolved budgets.


· The needs for consistency of application of HR policy and procedure with the aim of increasing devolution of HR responsibility to faculties and operating units.

Objectives: Over the next three years objectives are:

· Engagement with key clients who use HR data to ensure that the development of the HR database is consistent with their current and anticipated needs (2007/08)


· Further development of the interface between HR electronic records and other institutional systems, including financial records and student data to support Faculty/Divisional strategic planning, improve data consistency, improve efficiency and reduce administration. (continuous activity with individual project milestones established each year)  

· Improved access to HR data through the roll out of the “E-manager” software across the University and the introduction of electronic personal filing systems.  This will deliver improved efficiency, reduced administration and underpin the evaluation of HR related activities. (2008/09 onwards)

· A review of the University’s recruitment advertising strategy to maximise brand awareness and to ensure cost effectiveness, including further development and customisation of online recruitment  to enhance the professional image of the University in recruitment terms. (2008/09) 

· Conducting business process reviews of HR practices and processes to deliver greater efficiency and increased effectiveness informed by customer feedback.  (2008/09 onwards)

· The continuous improvement of all HR activity through structured evaluation using the HEFCE Self Assessment Tool and the systematic impact assessment of policies, practices and procedures.(2008/09) 

STRATEGIC PRIORITY: To develop a customer focussed role for Human Resources staff who, become recognised and respected for the value they add to the work of  Faculty and Directorate teams and the “support through partnership” they provide to managers.

Overview: The demands and expectations placed on HR are changing.  This requires us to respond in ways that are different and that enable us to engage more effectively with operating units and other key stakeholders.  The nature of that relationship will be as partners, with mutual respect for what each party brings to the relationship.  Effective partnership working will take effort and it is vital that all members of HR work hard to establish and to maintain effective relationships.  The establishment of HR as an exemplar for effective and professional customer focus is central to the achievement of this element of the HRS.

Objectives: Over the next three years objectives are:-

· Conducting a review of the organisational arrangements within HR and implementing outcomes, to ensure that it is fit for purpose and has the capacity and capability to respond to the demands placed upon it (2007/08).

· The provision of targeted staff development to facilitate the transition to strategic partnership working and develop internal capability supported by ongoing coaching (2007/08). 

· The use of customer surveys involving staff, managers and applicants, to obtain feedback and inform the future development of HR services and practice (2007/08).
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	Strategic Priority


	2007/08
	2008/09
	2009/10

	To lead a University wide approach to the support, reward, development and management of staff so that consistent levels of high performance are the norm.


	· Establish revised PDR/PDP arrangements for all staff groups, including management training

· Begin implementation of revised rewards strategy for senior staff, Directorate in year 1

· Continue framework implementation, including contribution zones

· Activities to support career development and retention

· Continue “casework learning” process


	· Roll out revised PDR/PDP arrangements

· Continue implementation of senior staff rewards strategy, extend to all senior staff
	· Develop senior staff rewards strategy to include broader based benefits


KPI: For 2007/08 revised PDR/PDP arrangements will have been established for all staff groups and necessary management training will have been undertaken.  In subsequent years, this will be revised to all staff have undertaken PDR/PDP discussions in the previous year and there is evidence of consistently high standards of operation.

This will be established during 2007/08 in terms of staff participation and achievement rates in the Contribution Zone Scheme.  KPI will be established to reflect benchmark data from the first year of operation. 

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To build institutional capacity to achieve successful change in the short and long term providing support for and building the leadership capabilities of managers


	· Establish and implement “change related policies”

· Work closely with managers to implement the change agenda, including staff development 

· Further develop CPD frameworks to support change agenda and rewards strategy
· Pilot the use of Development Centres
	· Develop further the “service modernisation” agenda
	· Well developed pilots for comprehensive workload model


KPI: Implementation milestones within the change agenda have been met.

Positive outcome achieved in the evaluation of the Leadership, involvement and change management dimension of the HR self assessment process.

Continuous improvement of agreed elements of the three yearly Staff Engagement Survey (Long term)

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To establish and maintain effective relations with staff, individually and collectively and with their recognised trade unions to achieve high levels of employee engagement.
	· Develop strategy for effective communications

· Introduce “PULSE” survey tool to support change agenda
	· Develop comprehensive staff survey instrument

· Further develop approaches to consultation to support emerging staffing models
	· Undertake initial comprehensive staff survey


KPI: Positive outcome achieved in the evaluation of the Leadership, involvement and change management dimension of the HR self assessment process.

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To develop an environment that will foster employee well-being, respect for diversity and difference and in which there is no tolerance of unfair discrimination.

	· Develop flexible approaches to work that achieve balance between work/life

· Continue to implement statutory schemes, including impact assessment process and revised consultation arrangements
	· Continue to implement statutory schemes, including impact assessment process
	· In house Occupational Health facility


KPI: Continued evidence of achievement in the implementation of statutory equality schemes, including progress on impact assessment, and the revised consultation arrangements

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To develop a workforce plan (in terms of size, composition and competence), integrated with financial and service planning, that underpins the University’s strategic aims


	· Develop appropriate templates to support the development of workforce plans

· Work with key data clients to ensure that HR systems meet emerging data needs

· Establish appropriate arrangements for the management of staffing expenditure
	
	


KPI:  Workforce plans are established

Delivery of agreed staffing data to key clients to meet agreed specifications

The University Staffing profile is seen to move to the Sector average in key dimensions

Measures of recruitment ratios (internal : external, number of credible internal applicants on short lists is acceptable, under representation is addressed)

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To develop and deliver excellent HR systems, policies, procedures and provide a cost effective structures which actively supports increased levels of devolution of HR responsibilities to Faculties.


	· Further develop interface between HR electronic records and other institutional systems
	
	


KPI: Achievement of agreed levels of integration in line with operational plan

	Strategic Priority


	2007/08
	2008/09
	2009/10

	To develop a customer focussed role for Human Resources staff who become recognised and respected for the value they add to the work of Faculty and Directorate teams and the “support through partnership” they provide to managers.
	· Review HR organisational arrangements to ensure that they are fit for purpose

· Implement supportive staff development activity
	
	


KPI: Consistently high levels of achievement in all dimensions of the HR Self Assessment Process and customer satisfaction surveys.
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